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1.	This executive summary sets out key findings from the fourth biennial survey of Skills, Education and Training in the South West region.  Face-to-face interviews with economically active adults in the region were undertaken between August and October 2000.  The survey, sponsored by the six Training and Enterprise Councils in the South West region, involved over 7600 interviews in total.  The sample was selected and results have been weighted so as to ensure that they give a representative picture of the economically active population of the Region.
2.	The fundamental purposes of the research are to examine local and regional progress towards the Government’s Learning Targets for Adults, to understand education and training processes and to gather data for strategic planning, particularly as the new Learning and Skills Councils (LSCs) and the new Small Business Service (SBS) begin to plan their operations in detail.  The local and regional survey reports will be placed on the Internet at the South West of England Learning and Skills Research web site (www.southwestsurvey.com) .
Skills
3.	A first set of key findings concern key skills – those basic attributes on which employability and further skills development depend.  The survey asked respondents to assess their level of capability.  Results showed that people have reasonable levels of confidence in most key skills but it was noticeable that confidence in IT skills – a fundamental requirement for an increasing number of jobs and an area of skill shortage across the UK as well as in the South West – was much lower.  Only 47% of respondents believed they had IT skills to a ‘good’ level (defined as useful in the workplace).  It was also notable that more than a quarter of respondents reported that their numeracy was below an ‘employable’ level.  These findings are consistent with evidence from national surveys of basic skills in recent years:
(Base: 7,611)
Figure 1	Respondents’ competence in key skills (self assessed); all respondents; percentages










5.	Of course, based on self-assessment rather than on an objective test it is likely that these numbers are a very significant underestimate of the true scale of problems.  The point is clearly made that many thousands of people lack the basic abilities which are of increasing importance to the efficient functioning of the economy.




Figure 2	Respondents claiming ‘high level’ or ‘good’ abilities (self assessed) in specified skills – 1998 compared with 2000; all respondents; percentages


Moving on from key skills, the survey also asked respondents about a range of vocational skills.  And, more importantly, asked which ones they felt they needed to improve for career development purposes:

Base (7,611)
Figure 3	Skills possessed and skills needed for career advancement or to get a job; all respondents; percentages
7.	The important features of this data are, firstly, that 28% of respondents at least acknowledged that they need IT-related skills in order to progress.  Clearly there is considerable recognition of the significance of IT capability to employability and implicitly a considerable latent demand for training in this area.  Secondly, however, 40% of respondents didn’t believe that they need to advance their capability in any of these areas, hinting, perhaps, at the distance which national policy still has to go in persuading many people to adopt a continuous personal development perspective.
Qualifications
8.	The survey also examined the level of qualification held by the regional population.  A key measure is the proportions of the adult workforce which hold qualifications at Level 3 (the ‘technical’ level, achieved by 2 A levels or equivalent vocational qualifications) and at Level 4 ( the ‘graduate’ level, achieved by a degree or equivalent).  These levels are those on which National Adult Learning Targets 1 and 2 are based – respectively, that 50% of the workforce should achieve Adult Learning Target 1 (Level 3 qualifications) and that 28% should achieve Adult Learning Target 2 (Level 4 qualifications) by 2002.
9.	The survey suggests that these Targets have been widely achieved across the South West Region (though it should be noted that the national Labour Force Survey which asks about achieved qualifications in a somewhat different way than in this survey is likely to reach a rather more conservative estimate):

(Base: 7,504)
Figure 4	Adult Learning Targets 1 & 2, by TEC/LSC area; respondents aged 18+ in employment, self-employment , unemployment or temporarily away from work or business; percentages


Recent survey results, in comparison with previous ones, also suggest that good progress has been made over the 1990s.  Again for technical reasons caution is necessary in interpreting these figures, particularly with respect to apparent large gains over the last two years​[1]​.  However, the broad point is clear that a set of processes, including participation in training, education and study as well as workforce renewal which tends to replace older (on average less well-qualified) workers with younger ones (more likely to be formally qualified) are leading to a workforce which is significantly better qualified than hitherto:

	1994	1996	1998	2000
Adult Learning Target 1	39	44	46	52
Adult Learning Target 2	25	26	26	33
Table 1	Percentages of the South West Region workforce qualified to Level 3 (Adult Learning Target 1) and Level 4 (Adult Learning Target 2)
10.	However, whilst this picture of qualifications stocks is broadly positive the survey also raised questions.
11.	Firstly, it is noted that nearly a third of the workforce (28%) still has no qualification above the very basic Level 1:

(Base: 7,611)
Figure 5	Highest qualification possessed, comparing 1998 and 2000; all respondents; percentages
12.	As the region seeks to drive forward its economic development strategies, based at least in part, on the availability of a strong skills supply position, and as the economy moves in the direction of high-skill, high-added value activities, these people are, on balance, more likely to experience periods of unemployment and there is a more general danger that economic growth is inhibited by lack of people with significant qualifications.
13.	Further, qualification stocks are not only very uneven occupationally (unsurprisingly, higher occupational grades have much stronger qualification profiles than lower ones) but different sectors vary widely in the qualification profiles of their workforces:

(Base: 6,884)
Figure 6	Adult Learning Targets 1 & 2, by industry sector; employed and self-employed respondents only, aged 18+; percentages
14.	Of course, in one sense, these figures are simply descriptive, and it may be that only certain sectors can usefully employ people with these higher level qualifications in certain proportions.  However, numerous national reports, say, of mechanical and civil engineering sectors show that these sectors continue to suffer severe difficulties in obtaining professional-grade engineers.  It may be that lower levels of Level 4 employment in manufacturing and construction, a third to half below the level in the Business and Financial Services, may imply deficiency in higher order skills in some industries.
15.	Whilst these statistics may hint at mismatch of skills and qualifications, with technical and graduate levels skills tending to concentrate in some sectors, a further survey question looked more directly at the issue.  Thus, respondents were asked to reveal whether they felt appropriately qualified for their present job or whether they believed themselves to be over or under qualified:
	75% said their qualifications were ‘about right’
	6% said they were under-qualified
	but no less than 18%, almost 1 in 5 of employed people, believed themselves to be over-qualified (particularly those working in the Hotels and Restaurant sector where many qualified people may find temporary work in bars, hotels, fast food outlets, and so on)
16.	Some of the apparent mismatch may be temporary, say as new graduates work in a routine job whilst seeking to establish a ‘proper’ career path based on their degree.  In some cases, over-qualification may be of women who have returned to a part-time or routine job after raising a family and have not been able to find suitable ‘work-life balanced’ employment at a level matching qualifications gained before they left the workforce.  Further over-qualification may be of those, typically older men, whose skills have been rendered redundant by structural economic change.  But there may also be an element of over-qualification arising simply because people train or study in areas for which there is insufficient demand.  Each of these cases may need its own policy response, involving, say increasing the responsiveness of employers to family needs or reskilling of older workers.  In the latter case there may be a need to ensure that student demand is increasingly shaped by informed guidance on the current and future needs of the economy.
17.	The survey also looked not just at skills and qualifications stocks, and at variation over time and between groups in those stocks, but also at the processes of training and learning by which those stocks develop.
Work-related training
18.	During the first half of the last decade there was strong growth in regional levels of training.  These levelled off in the second half so that, after a peak in 1998 the proportion of employed people reporting that they had trained in the 12 months prior to survey in 2000 returned to the same level as in 1996.  This static regional picture mirrors the national one where the Labour Force Survey reported only marginal growth in training levels between 1995 and 1999 following earlier fast growth.

Figure 7	Participation in work-related training in the last 12 months in the South West; 1994 to 2000 employed & self-employed respondents only; percentages

19.	And the picture of who trains most has also continued to be essentially stable over the past six years at least:

Individuals most likely to train	Individuals least likely to train
Women (50%)	Men (46%)
18-24 year olds (52%)	Workers aged 50+ (32%)
Professionals (70%); associate professional & technical (68%) staff	‘Unskilled occupations’ (25%), operatives (31%) and craft workers (32%)
People holding level 5 (68%) or level 4 (64%) qualifications	People without qualifications (22%)
Full-time workers (54%)	 People who are unemployed (26%) or self-employed (28%)
Table 2	Selected characteristics of people most and least likely to have taken part in work-related training in the past 12 months; all respondents; percentages 
20.	Sectorally, too, whilst the Construction sector has shown better growth (comparing 1994 statistics with those in the 2000 survey) than some other groups there is little sense of general convergence between different groups of employers in their propensity to train staff:

Figure 8	Participation in work-related training, by sector, 1994 and 2000 compared; employed & self-employed respondents only; percentages
21.	Essentially, therefore, the same question arises as with qualification stocks discussed earlier.  There are consistent differences between sectors which  train frequently and those which train less often.  Undoubtedly, there are reasons for this which derive from different patterns of employment in each sector, from different rates of technological change, and so on.  But is a further issue that of selective training failure, such that people who should train don’t do so in sufficient numbers?  For example, some of the most persistent skill shortages reported by employers in the region concern engineering and construction craft skills and there are high levels of recruitment difficulty (at a lower skill level) for catering staff in hotels and restaurants and for sales staff in retail businesses.  These difficulties arise in sectors where, as we note above, staff training is less frequent.  There is a complex story which surrounds the issue of undertraining (combining the death of old-style apprenticeships, the decline of training during successive recessions, the notional ‘poaching’ trap, the pre-training problem of attracting young people of sufficient calibre with the right ‘basics’, and so on).  If progress is to be made, however, then a starting point may be to acknowledge that training levels are objectively low in some key sectors and need to be higher, rather than to debate the history of why that is so.
Increasing the level of education and training
22.	One major ‘lever’ on the amount of work-related training which people undertake is currently the attitude and willingness of employers to support it.  Thus, around 7 out of 10 people who undertake work-related training do so at the behest of their employer whilst only around 1 in 6 undertake self-funded vocational training.  A similar proportion, 15% of respondents also reported that they had undertaken non-vocational education or training or study in the last year, around 80% of which was self-funded.
23.	But a major theme of government thinking on skills development concerns the need to develop this ‘personal’ element such that many more people become individually motivated to seek and engage in learning.
24.	Encouragingly, people are becoming more motivated towards education and training in a general sense.  The trend in those who, in successive surveys, consider themselves ‘positively’ motivated towards education and training is consistently upward:
Figure 9	Motivation to undertake future education and training; all employed/self-employed respondents; 1994-2000; percentages 
25.	Moreover, data suggests convergence such that groups who were previously the least motivated are beginning to move towards the ‘historically’ more highly motivated groups.  This is observable in terms of occupations:
Figure 10	Positive motivation to undertake future education and training by occupation, 1994 and 2000 compared; all employed/self-employed respondents; percentages













Net balance = % positive minus % negative
Table 3	Motivation to undertake future education and training by occupation; all employed/self-employed respondents; 1994 and 2000 compared; net balance 




If it increased my personal knowledge	61
If it gave me personal satisfaction	61
If the cost were covered by someone else	60
If it got me a pay increase	59
If required by employer to do training	57
If I wanted to change career	54
If it allowed me to increase job satisfaction	53
If training and education were available at home or near home	49
If it helped me towards a promotion	47
If it helped my self-esteem or self-confidence	46
If I wanted to change employers	42
If it helped me to hold on to present job	41
If I were made redundant	41
If it would help me to obtain a job	41
If it were provided through modern technology such as the Internet or CD-ROM	35
If I had a personal adviser to guide me 	26
If I had good examples of people who had progressed because of training and education	25
If better transport provision were available	15
If child care provision were available	13
Don’t know what would encourage me	2
Nothing would encourage me	9
* Multiple responses possible (base = 7610)
Table 4	Factors that would encourage future education and training; all respondents; percentages (in rank order)
28.	Obstacles to participation in education and training – the factors which reduce the extent to which ‘positive’ motivations actually translate into training participation – were also examined in the survey.  The main barriers were….
	Lack of time (32% of those identifying barrier)
	Cost (22%)
	Not interested (7%)
	Have to look after children (6%)
	Have all the skills/qualifications I need (4%)
	Not able to get time off work (4%)
29.	Essentially, these barriers are those which reduce people’s willingness and ability to turn the positive motivations they hold in principle, into practice.  They show a failure of demand for training.  Supply side deficiencies were, in contrast, minimal.  For example, only 2% of people identifying a barrier to education and training identified ‘unavailability of courses locally’ as their main barrier.


Overall, therefore, survey data on motivation towards education and training suggests:
	Firstly, there is a strong and growing recognition that education and training is important and people therefore, are widely positive in principle towards education and training
	This positive motivation is generated by a recognition of the intrinsic value of education and training to personal well being and of its relevance to career growth
	But whilst these positive valuations are present, there is a sense that they are not deeply ingrained and people are constrained from acting on them, in the main part, by the fact that they give higher priorities in their budgets and allocation of free time to other things
30.	Clearly, therefore, the main thrust of policy needs to continue to be directed at the promotion of a learning culture in which training, education and study are given a considerably greater weight in people’s priorities than is the case at present.  Perhaps only then, when demand for individual learning is much stronger, will deficiencies, such as there are, in the provision of training and education come more sharply into focus.
Increasing skills and labour supply
31.	Given the general hypothesis, suggested not only by survey findings but by the thrust of national policy for at least the last decade, that learning and, consequently, the supply of skills into the economy, are too low both for current patterns of economic activity and as a basis for building an advanced ‘technical’ economy on the back of a high-skills workforce, the survey further looked at four relevant issues:
	Firstly, to what extent is the region’s labour supply enhanced by an inflow of people from non-employed (‘inactive’) statuses?
	Secondly, how well positioned is the region’s workforce to use IT and ICT based learning systems?
	Thirdly, how widespread is take-up of information, advice and guidance on learning and education, given that professional direction of people’s learning may be critical to its focus on economically relevant areas?
	Fourthly, is there evidence that some groups of people are disadvantaged when it comes to looking for work and thereby are unable to make the contribution to labour and skills supply that they might?
32.	On the first issue, the survey established that employment in the South West was relatively stable – 55% of employed people had had the same employer for at least the last 5 years and a further 27% had changed employers only once in that period.  Only 18% of people had had more than two employers in the last 5 years and these were weighted to young people most typically in lower skill occupations.  Employment is, perhaps, rather more stable than the popular perception of increasing instability would support.
33.	However, within this general picture, 21% of employed people had been with their current employer for less than a year.  When the previous situation of these people was examined the picture revealed was:

Base: (1,223)
Figure 11	Activity before present job; employed respondents (excluding self-employed) who have been with their present employer for less than one year; percentages
34.	Many of these people had been ‘economically active’ - employed by another employer or had moved within the company or had been self-employed or had been unemployed.  Of those who comprised new labour supply, previously ‘economically inactive’, the largest proportion around 64% entered after leaving educational institutions.  But 32% had previously been looking after home or family.  It is, of course, this latter group which ‘family friendly’ employer polices and support programmes to prepare ‘returners’ for their return to the workplace seek to maximise.
35.	When Information Technology (IT) and Information and Communication Technology (ICT) were examined, encouraging findings were evident.  Firstly, these technologies were found to have spread rapidly in recent years.  As an example, access to a Personal Computer at home has risen strongly:

Figure 12	Changes in percentage of home users of PCs by TEC/LSC area, 1998-2000
36.	Furthermore:
	48% of people who trained in the last year had trained using ‘electronic’ technologies, the Internet and/or CD-Rom based packages
	Three-quarters of all respondents expressed interest in using IT/ICT based methods of training in the future
	And 60% of respondents expressed interest in the government’s new learndirect initiative aimed at increasing the volume of learning by exploiting the communications potential of the new technologies.
37.	Overall, therefore, the survey provides encouragement to the proposition that learning and skills supply can be advanced on the back of widening access to new technology.  Though it is probably essential that, as with learndirect proposals, individuals are given tutor support.  Other studies have shown that absence of tutor support is frequently a difficulty in the introduction of independent learning.
38.	A further survey question established that 54% of economically active residents – or around 1.3m adults – had received information, advice or guidance on training and education in the last three years – though we can probably infer that a majority of these people have simply received information rather than advice or guidance as such.
39.	Receipt of information, advice or guidance was clearly positively correlated both with actually taking part in training and also with taking part in training which leads to a qualification.
40.	Information, advice or guidance was often provided by the educational institutions supplying training or by employers sponsoring training rather than by ‘independent/specialist’ agencies such as careers services.  One constraint on delivery of guidance by careers services is that these services, whilst publicly funded to supply guidance to young people, are often required to charge adults at near-commercial rates for doing so.
41.	The first issue which these findings raise is, therefore, that of volume.  By no means all people who trained were provided with information, advice or guidance, raising the possibility that some of those who trained may have done so without an adequate framework of labour market knowledge on which to base their choice of course.  The second is that of quality. The survey provides only limited data on this but it was found that 23% of people who received information, advice or guidance were dissatisfied with it – saying that they got little or no benefit from it.
42.	Finally, the survey examined some particular groups, women, single parents, disabled people, and ethnic minorities, which are often believed to suffer disadvantage in terms of skills development and career opportunity – in that, on average, members of these groups achieve less than they might, not as a result of their individual capabilities, but because of societal constraints on, or prejudices against, the group as a whole.  And, thereby, that the supply of skills and labour is artificially and unnecessarily lower than it might be if compensatory measures or different attitudes were in place.
43.	Of course, the survey was able to reflect on only half of this argument.  It could describe certain labour market characteristics of each group – it was not able nor designed to assess the causality of differences between those characteristics and those of contrasting sections of the workforce.
44.	However, having said that, there were clear patterns such that three of the groups, particularly single parents, disabled people, and ethnic minorities, differed markedly from comparator groups and overwhelmingly to their disadvantage – lower percentages in permanent full-time jobs, less likely to train, lower confidence in key skills, lower proportions in higher level occupations, lower access to new technologies, and so on.
45.	The survey, therefore, offers a clear indication of differences; and thereby, contributes to the discussion as to the extent to which these differences can and should be the basis of, and rationale for, policies to improve the ability of the groups to enter and compete more strongly in the wider labour market.
A key issue: widening and focussing learning
46.	Overall, therefore, the survey reveals an interesting and significant picture.  People in the South West Region are responsive to the need to develop their skills and capabilities:  consistently more people have developed higher level qualifications over the past 6 or 7 years, more people are positively motivated towards learning, and more people took part in vocational training and study last year than was the case when this series of surveys began in 1994.  Many more people have access to the new technologies which can act as a medium for the transfer of skills and knowledge (and are already using those technologies to learn in a significant proportion of cases).
47.	And yet, as surveys of employers in the region (for example, on behalf of TECs in 1999) have shown, many skill shortages and recruitment difficulties persist across the South West.
48.	The inference is that there is a continuing element of mismatch between the character of learning that people undertake and the needs of the local economy.  Some of this ‘mismatch’ may arise because some sectors and occupational groups consistently train less frequently than others.  This survey, set against previous ones, continues to show very significant disparities in favour of training by highly skilled people and those working in service sectors.  Construction and manufacturing sectors continue to train lower proportions of their workforces even as they continue to report consistently high levels of skill shortage.
49.	Some mismatch may arise because people train in skills and areas of knowledge which are not useable in the local economy on the scale on which they are generated – the survey noted that 1 in 5 workers thought themselves over-qualified for what they do; and mismatch may arise because some people have high levels of skill, but relevant to industries, particularly in manufacturing, which can no longer provide sufficient job opportunities to utilise those skills.
50.	Thus, the policy challenge is not simply to continue to develop the ‘learning society’ – as the region has done over the past few years – but to do so with a degree of refinement which better matches outputs of skills and qualification to economic circumstances.  The key to this is to help employers to recognise when and where they are under-investing in skills, to help individuals in school and college and in the workforce to make informed choices about the level and nature of learning they undertake, and to stimulate a learning infrastructure and new learning media which are responsive to those demands. It is this challenge which agencies active in economic and labour market development across the region will meet over the next few years.


1.0	Introduction and economic context

Purpose and method of the study
1.1	The six Training and Enterprise Councils of the South West region have jointly funded the fourth biennial study of Skills, Education and Training in the South West.  This report presents the findings for the whole of the South West Region, based on 7,611 interviews with adults undertaken between August to October 2000.  
1.2	The present survey continues a series begun in 1994, enabling the South West TECs and their partners to build up a comprehensive local and regional picture of skills and qualifications.  
1.3	The primary aims of the research are threefold:
	to continue to examine factors underlying progress towards National Learning Targets for adults;
	to understand the current operation of education and training processes in the region;
	to gather data that will allow the LSCs, Local Learning Partnerships and the South West Regional Development Agency to devise strategies and policies in the light of known behaviours and attitudes towards training, personal & professional development and employment.
1.4	The study consisted of a household survey, based on a representative sample of the economically active, working age population in each TEC area.  Face-to-face interviews were carried out, using a structured questionnaire, which gathered information on a range of training, qualifications and workforce development issues.  Each TEC used a ‘core’ questionnaire, supplemented in some areas by several additional local questions.  
1.5	A description of the sample characteristics is included as Annex 1 and notes on the survey methodology are included as Annex 2.  Finally, the ‘core’ questionnaire is appended at Annex 3.  
National economic context
1.6	The UK economy has grown without interruption since the end of the last recession in 1992 (despite the rapid appreciation of sterling and several international crises, including the Russian default, an Asian economic crisis and the near-collapse of the international financial system after the LTCM ‘hedge fund’ failure).  UK output has grown by 26% in real terms since 1992.  Thus, the British economy has enjoyed eight years of solid growth, stable inflation and rising employment (hence, falling unemployment).  
1.7	Although the UK’s economic barometer seems set fair, there are some clouds on the horizon.  The US has unexpectedly cut interest rates (and by a larger amount than seemed justified by published data), which suggests the world’s largest economy may be heading for a sharper than expected slowdown, with adverse consequences for financial markets and world trade.  There are also question marks raised by the rapid rise in the price of oil (which has trebled since its low in 1998).  
1.8	Thus, whilst the most likely outlook is a continuation of existing, benign trends, there is some possibility of a marked slowdown or even a recession.  None of the main economic risks is domestic (there are no significant imbalances in the national economy), but a long period of UK economic growth must eventually end – economists remind us that the business cycle has not been abolished.  
National labour market context
1.9	One crucial factor behind the UK’s strong economic performance during the 1990s has been its flexible labour market (though political debate continues about the social and personal consequences of ‘flexibility’).  Wage pressures have remained subdued in most sectors, despite rising employment (and falling unemployment), enabling employers to compete nationally and internationally.  The causes of weak wage inflation include lower unionisation, restrained price inflation, (weakly) rising productivity and increasing participation rates (as formerly economically inactive people return to the labour market, especially into low-wage, low skill jobs).  
1.10	Eight years of steady growth, stable prices and falling unemployment sound too good to be true.  In the labour market context, there are at least two problems:
	employers loudly complain of recruitment difficulties and skill shortages;
	low productivity (relative to other G7​[2]​ economies) and low productivity growth persist – which means the UK’s weak relative position is deteriorating still further.  
1.11	Arguably, these two problems are linked to skills: 
	employer surveys show that businesses faced with recruitment problems and skill shortages almost invariably ‘make do’ with their present workforce (resulting in lost orders, lower efficiency and abandoned expansion plans);
	there are many underlying causes of low productivity and low productivity growth (e.g. inadequate capital investment, bad work methods, sub-optimal unit size etc), but low skills and staff who cannot adapt to rapidly changing technologies are undoubtedly a further business handicap.  
National labour market policy
1.12	Political and economic changes over the last decade have inevitably brought changes in national labour market policy.  The Conservative government aimed to remove structural rigidities, raise skills and alleviate unemployment.  The Labour administration also seeks to raise skills, both to improve the UK’s competitiveness and to overcome ‘social exclusion’.  It has also implemented EU directives to improve worker protection (e.g. on working hours, health & safety, rights to certain types of leave etc).  
1.13	A key aspect of the Labour government’s labour market policy is its reform of vocational education and training, including replacing TECs and the Further Education Funding Council by the Learning & Skills Council and its 47 local arms.  The LSC, operative from April 2001, has a much wider brief than the TECs, encompassing responsibility for planning and funding all post-16 education and training outside higher education.  The Employment Service will assume responsibility for Work-based Learning for Adults (i.e. schemes for unemployed people).  The changes are intended to create a simple, transparent and objective approach to planning and funding of post-16 education and training, through a single body.  
1.14	The government’s commitment to education, skills and employment is expressed through a wide range of initiatives, which include schools, further and higher education, and public agencies:
	the main employment initiatives include various kinds of ‘New Deal’, to give tailored help to get certain groups back into work (e.g. young people, older people, single parents etc);
	revised National Learning Targets (now including a learning participation target) and the associated Action Plan (1999) aim to raise the proportion of qualified people in the workforce;
	the National Skills Task Force was formed to assist the Secretary of State for Education & Employment to develop a National Skills Agenda and has now published its Final Report (Skills for all: Proposals for a National Skills Agenda;SK728, 2000).  
1.15	The work undertaken by the National Skills Task Force provides the main setting for the South West region’s household survey.  Its Research Report (ref. 141STFRP, 2000) is probably the most comprehensive collection of current statistics, information and analysis on vocational education, skills and qualifications in the UK today.  (Reference is made to this, and other Skills Task Force reports, where relevant.)  
The structure of the South West regional economy
1.16	Regions and sub-regions vary in character, according to their demographic and industrial structures and travel-to-work patterns.  The following sub-section compares the key characteristics of the region’s labour force, to provide a better understanding and interpretation of the survey’s findings.  
1.17	The South West region’s economy has grown strongly over the last 25 years (second only to East Anglia).  The region’s traditional strengths (defence, low-value added manufacturing, tourism and agriculture) have been joined by high-value added sectors, such as software design, electronics, multi-media, telecommunications, bio-technology, the business and financial sector, and direct marketing which have grown rapidly.  Prospects for the South West are positive and forecasts predict that the region will remain one of the UK’s top performing regions over the next few years.  
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Source: LFS (average taken Spring 1999 and Spring 2000) for TEC and SW data; LFS (March 2000) for UK
Table 1.1	Distribution of employment, by sector, comparing TEC areas , the South West region and the UK
1.18	In terms of industrial structure, the Table above shows that, compared with the UK averages:
	the South West region (especially Gloucestershire, Wiltshire & Swindon and Somerset) has more manufacturing employment, often a source of high-skill, high-wage jobs occupied by males;
	the region also has more jobs in public services (administration, education and health & social work), particularly in Devon & Cornwall, Gloucestershire, Dorset and the WESTEC area;
	in contrast, the region has fewer jobs in business & financial services, though the WESTEC area, Dorset and Wiltshire & Swindon are closer to the UK average.  Clearly, business & financial services is a rapidly growing sector and it is important for the further development of the region’s commercial centres that the necessary skills, including high IT skills, are developed and accessible to employers;
	agriculture and fishing provide few jobs (though more than average in Devon & Cornwall and Somerset), but both sectors are under great pressure – and TECs/LSCs may consider these industries justify special attention, in view of their social and environmental importance.  
1.19	Further implications of the region’s sector structure include:
	even at so highly aggregated a level as broad sector, the apparent TEC/LSC differences demonstrate the importance of adjusting local priorities and policies;
	public services are not only the largest broad employment sector, but they also have a wider significance – in particular, FE and HE institutions (universities) educate and train the most highly-skilled workers (thus attract such people into certain areas) and the best are a source of leading research, innovation and ideas.  
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Source: LFS (average taken Spring 1999 and Spring 2000) for TEC area and SW; LFS (Spring 2000) for UK
Table 1.2	Distribution of employment, by occupation, comparing TEC areas, the South West region and the UK
1.20	In occupational terms, the Table above shows that, compared with the UK averages:
	overall, the South West region’s occupational structure closely follows the UK average, with differences of no more than one percentage point;
	the South West region has slightly fewer managers, professionals and clerical occupations, but slightly more craftspeople, salespeople and plant operators;
	these differences reflect the region’s below-average business & financial services employment and its above-average manufacturing employment;
1.21	Within the region, occupational differences also reflect sub-regional sector patterns.  Areas with concentrations of high value-added sectors (whether manufacturing or services) provide more employment in high-skill occupations.  Thus: 
	Gloucestershire, the WESTEC area, Wiltshire & Swindon and Dorset have the highest proportions of ‘high-skill’ occupations (36-38% in SOC 1-3).  
	in contrast, Devon and Cornwall and Somerset have fewer residents employed in ‘high-skill’ occupations (33% in SOC 1-3);
	the relative importance of manufacturing employment in different parts of the region is visible in the proportions employed in craft occupations and as plant & machine operators, ranging from 19% in the WESTEC area to 25% in Somerset (though craft occupations also include construction trades, thus Dorset has more craftspeople than average despite having less manufacturing);
	The WESTEC area, Dorset and Wiltshire & Swindon contain the highest proportions of clerical and secretarial workers, reflecting the importance of business and financial services in these areas.  
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Source: LFS (average taken Spring 1999 and Spring 2000) for TEC area and SW; LFS (Spring 2000) for UK
Table 1.3	Employment status of economically active residents of working age, by TEC area, the South West region and the UK
1.22	And in terms of employment structure, the Table above shows that, compared with the UK averages:
	overall, the South West region’s ‘employment status’ structure follows the UK average, with differences of no more than two percentage points;
	however, the region has fewer full-time employees, but slightly more part-time employees and self-employed people;
	within the region, over four-fifths (82%) of the workforce are paid employees – the majority full time – and a further one in eight (12%) is self-employed.  
	only one economically active resident in twenty (5%) is unemployed;
	there are significantly more full-time employees in Wiltshire & Swindon (67%), probably reflecting large employers, especially in manufacturing and business & financial services (which tend to offer full time employment); 
	there are fewer full-time employees, but more self-employed people, in Devon & Cornwall, Somerset and Dorset;
	regionally, unemployment is similar to the national average, but within the South West unemployment ranges from 3% (in the WESTEC area and Wiltshire and Swindon), to 6% (in Devon & Cornwall), thus there are marked variations in the degree of ‘tightness’ of local labour markets.  
1.23	These sub-regional differences in employment structure have implications for other factors, particularly training activity (e.g. full time employees are more likely to train, whereas self-employed people are much less likely to do so).
1.24	Against this general background the report now reports and look at specific survey findings.
2.0	Employment and unemployment 

Introduction
2.1	The previous Chapter demonstrates the South West region’s diversity and draws attention to some characteristics of its sub-regional economies and labour markets.  
2.2	This Chapter now looks at employment and unemployment in the region, discussing findings on:
	employment stability;
	potential sources of ‘new’ labour;
	unemployment;
Employment stability 
2.3	Some degree of labour market movement (changing jobs) is necessary and beneficial.  At the aggregate level, it allows new jobs and new occupations to be created, whilst enabling old jobs and superseded occupations gradually to disappear.  It allows the labour market to send signals to individuals (mainly indicated by pay and the volume of demand for particular jobs), about the skills and experience that employers require.  At the individual level, job movement encourages personal learning and growth and allows people to adapt their working lives to changing personal needs.  
2.4	People change jobs for many reasons, both voluntary and involuntary.  Voluntary reasons include to increase pay, to develop experience and skills, or to reduce financial and non-financial ‘employment costs’ (e.g. travel to work costs and time).  Other reasons include seeking a better fit with their domestic lives (e.g. working hours), finding more congenial working conditions or colleagues and changing occupations (to suit their interests and aptitudes more closely).  
2.5	The most obvious involuntary reason is dismissal (for redundancy or lack of capability).  Some individuals temporarily withdraw from the labour market (e.g. to raise a family, to re-enter education, or due to ill-health), whilst others re-enter it (after these events have ended).  
2.6	The volume of job changes responds to labour market demand.  When the economy is booming and demand for workers is strong, more people are ‘pulled’ out of their existing jobs by opportunities elsewhere (causing some employers to complain of ‘poaching’).  Indeed, academic studies suggest that labour demand is, in fact, one of the main influential factors of labour turnover.  
2.7	There is also a link between labour turnover and recruitment difficulties.  When accelerating economic growth leads to more vacancies, more people change jobs, which in turn increases labour turnover (and also skill shortages – see Figure 5.1 in ‘Skills for all: Research Report from the National Skills Task Force’, DfEE 2000, ref. 141STFRP).  
2.8	Thus, job change (or its opposite, ‘employment stability’) is the result of a great variety of circumstances, connected not only with individual workers, but also with labour market forces.  Survey information is intended mainly to identify the characteristics of people who change their jobs more, or less, frequently.  The underlying reasons for these moves are not explored (and, given the variety and complexity of job change motives, would need a dedicated study).  
Number of employers in the last 5 years 
(Base 6,144)
Chart 2.1	Number of employers in the last 5 years; employed respondents only (excluding self-employed); percentages
2.9	The Chart above shows that overall:
	well over one-half (55%) of all employed respondents have worked for their current employer for at least 5 years (i.e. they have not changed jobs);
	just over a further one-quarter (27%) have worked for two employers, implying one change of job;
	however, nearly another one-fifth (18% in aggregate) have had three or more employers in the last 5 years, including a small proportion (4% in aggregate) who have had five or more employers, implying an average stay of less than one year with each employer.  
2.10	What are the characteristics of people who are ‘infrequent’ (no more than two employers in the past five years) and ‘frequent’ (three or more employers) job changers?  
Infrequent Employer Changers(1 or 2 employers in last 5 years)	Frequent Employer Changers(3 or more employers in last 5 years)
Older workers (50+)	Young people (16-29)
Professionals, managers and associate professional & technical staff 	‘Other’ unskilled occupations, personal service staff, sales people and plant & machine operators
Public services, manufacturing, primary industry and transport & communications	Hotels & restaurants & ‘other’ services
Table 2.1	Characteristics of ‘Infrequent’ and ‘Frequent’ employer changers; employed respondents only (excluding self-employed)
2.11	The Table above confirms that:
	young people (in their search for higher salaries, career development and more responsibility and with less constraint on mobility) change their employers more frequently than older people (whose careers become more settled, as they reach their ‘plateau’);
	older people’s less frequent changes of employer are probably linked to various factors, such as greater difficulty they experience in changing jobs, possibly to higher seniority (thus there are fewer jobs to apply for) and perhaps to their greater ‘investment’ in a particular area (housing, family and social links);
	occupational differences are unsurprising (higher level occupations are more stable, lower occupations less so), since senior and highly paid employees often enjoy greater job security (for various reasons, including their employment contracts and their employers’ wish to retain their skills and experience);
	the sector differences are also predictable, not only because hotels & restaurants and ‘other’ services are well-known for low pay, unsociable hours and limited career progression, but also because many young people work in these sectors.  
2.12	Full-time employees and males are slightly less likely than part-time employees and females to have changed jobs in the last five years.  (This is not shown in the Table above.  Full-time employees and males tend not to have changed employers at all, whereas slightly more part-time employees and females have had two employers, although the aggregate proportions who have had 1-2 employers are quite close.)  
Length of time in present job with present employer 
2.13	The findings just discussed do not report the full extent of job movements, as they refer only to changes of employer and take no account of movements within the same organisation (e.g. promotions, sideways moves, transfers to other units within the same group, etc).  
2.14	As a further measure of job stability, employees were therefore asked how long had they been in their present job:  

(Base: 6,144)
Chart 2.2	Length of time in present job with present employer; employed respondents only (excluding self-employed); percentages
2.15	The Chart above shows that:
	the overall distribution is ‘U’-shaped, suggesting that some individuals are significantly more likely than average to have short service in their present job, whilst another group have very long experience and have not changed jobs for many years;
	this is consistent with the previous analysis, which shows that some workforce groups make frequent changes of employer (move jobs quite often), whilst others move much less frequently or rarely;
	an age analysis (not shown) confirms that age is the most significant factor – the majority of ‘short service’ employees are young people, whilst ‘long service’ employees are invariably older people;
	this confirms the most obvious of all career dynamics – young people move through a succession of jobs, developing experience and seeking promotion, then this process slows down as they reach a career equilibrium (a ‘plateau’, beyond which further advancement is unlikely).  
2.16	One implication of the above Chart may be that people who have short periods of service in their present job could be more likely to require training.  Not only will they need some kind of induction training in their first few weeks, but they may also require training in company systems and equipment.  Individuals themselves might also be more interested in training at that stage in their careers, perhaps to demonstrate their commitment to their new jobs and possibly to show suitability for later promotion.  
2.17	From the employers’ perspective, training for recently appointed staff makes good business sense.  Training helps new employees to become productive as quickly as possible and helps them to integrate into their new organisation.  This improves their productivity, reduces the chances of early resignation and hence reduces labour turnover and its associated costs.  
Stability, occupations and qualifications 
2.18	The overwhelming influence of age on job movement is hardly surprising and confirms a common-sense view of labour market dynamics.  Not only do younger people need to move around to develop experience, but older people have more to lose if a new job move turns out badly.  Having typically established themselves in their chosen occupation and reached a level of seniority with which they feel comfortable, the risks of a job move often outweigh the possible benefits.  Middle aged and older people’s financial and family commitments tend to be greater and their greater difficulty of securing re-employment, especially after a failed job change, can be sufficient to deter them from leaving.  
2.19	Of course, the disincentives that deter middle aged and older people from moving jobs apply to all people in these age ranges, regardless of occupation.  However, a broad occupational analysis reveals some polarity - both high and low skill workers are more likely than average to have been in their present job for seven years or more: 
(Base: 6,144)	‘High skill’ = SOC1-3, ‘Intermediate skill’ = SOC4-7; ‘Low skill’ = SOC 8-9.  
Chart 2.3	Length of time in present job with present employer, by broad occupation; employed respondents only (excluding self-employed); percentages
2.20	The reasons for the fall in the proportion of intermediate level staff who have long service can only be speculated upon.  For example, this may reflect younger people’s better qualifications, equipping them for entry to intermediate occupations.  Perhaps, too, people who enter intermediate skilled occupations then gain promotion to higher level jobs, where they remain for longer periods (for reasons discussed above).  Occupational change in the wider labour market (eliminating some lower skilled occupations) may also contribute, by reducing the numbers of vacancies.  
2.21	Whatever the reasons, the progressive increase in the proportion of people with long service who are in low-skill occupations might suggest that some of these individuals are ‘stuck’ in low level jobs.  Of course, only the people concerned can say whether they have the desire (and ability) to work in occupations above their present level.  However, almost two-fifths (39%) of ‘long service’ employees are unqualified, or hold qualifications below NVQ 1.  
2.22	Arguably, people who have been in low skill jobs for many years might be able to improve their position and earnings by training or learning new skills.  Realistically, however, the prospects of an older person in a low level job successfully re-launching their career are lesser than for younger people.
Labour market flexibility: movement between and into jobs
2.23	What were recent job changers doing, before they obtained their present job?  To ‘track’ recent movement between jobs, employed respondents who had been in their present job for less than one year (21% of all in employment, excluding self-employment) were asked what they were doing before that: 
Base: (1,223)
Chart 2.4	Activity before present job; employed respondents (excluding self-employed) who have been in their present job for less than one year; percentages
2.24	The Chart above shows that:
	almost two-thirds (64%) of ‘short-service’ employees (i.e. people who have been in their present job for less than one year) previously worked for another employer – an estimated 271,200 individuals;
	a further 14% entered their present job after leaving full-time education (school, college or university) – about 59,300 people;
	only small proportions of recent job changers were previously ‘carers’ (7%), unemployed (5%), self-employed (4%), long-term sick or ‘other’ (1% in aggregate) – about 72,000 people;
	only 5% of all those who have been in their present job for less than one year moved jobs within their existing employer (e.g. a promotion or transfer) – an estimated 21,200 individuals.  
	job change within companies is much less frequent than job change between companies.  Whilst the difference in levels cannot be fully understood (since the survey did not ask how and why people changed jobs) it might be inferred that some organisations are not able to use people’s talents to their optimal level, driving many people to change employers for career growth.  The Investors in People approach is evidently relevant here in helping organisations to utilise their ‘human resource’ strengths effectively and, thereby, minimising staff turnover.
2.25	The implication of the Chart above is that the majority of employees who change jobs are already in the labour market.  In aggregate, over three-quarters (78%) were previously economically active (‘changed employer’, ‘moved with company’, ‘unemployed’ and ‘self-employed’).  Only one-fifth (22%) moved into jobs from economic inactivity (‘left education’, ‘carer’, ‘long-term sick’ and ‘other’).  It is worth noting, however, that ‘returners’, those who have been looking after home and family amount for nearly a third of this ‘new’ supply of labour and skills – ‘family friendly’ employment policies and ‘returner’ preparation programmes may be important to future increases in the contribution of this group.
Potential sources of labour – where will ‘new’ workers come from?
2.26	As remarked earlier, the South West region’s economy has grown strongly over the last 25 years (second only to East Anglia).  This – added to eight years of falling unemployment throughout the UK – has led to an increasingly tight labour market (especially in the region’s growth ‘hot spots’).  Analysis of published statistics shows that the South West region (along with the South East) has the lowest UK ratio of (ILO) unemployed people for every Jobcentre-registered unfilled vacancy.  In the South West, there are 3 unemployed people for every unfilled vacancy, compared with 7 in London, 6 in the North East and 4 elsewhere.  
2.27	‘Inflows’ into the labour market give only a partial picture of labour market dynamics.  There are, of course, ‘outflows’, due to retirements, deaths and voluntary withdrawals (due to family and personal reasons, and ill-health).  Nevertheless, the survey demonstrates that ‘inflows’ of new workers make up about one-fifth (22%) of those who change jobs every year.  About two-thirds of ‘new’ workers (i.e. 14% of those with less than one year’s service in their present job) are young people who have left full-time education and most of the remainder are ‘returners’, after caring for a home, family or relative.  Based on the survey’s results, education leavers represent about 3% of the total employed workforce, excluding self-employment, former ‘carers’ make up about 1½% and former long-term sick and ‘others’, in aggregate, about ¼%.  (See also the numerical estimates in paragraph 2.30).  
2.28	Hence, in total, people who have been in their present job in the South West region for less than 12 months and who were formerly economically inactive represent about 4½-5% of employees in employment (excluding self-employment).  Of course, the total employee workforce does not grow at this rate, as these ‘inflows’ are offset by ‘outflows’.  
2.29	National statistics show that the South West region has the second highest activity rate in the UK (82.5% of all persons of working age), after the South East (83.6%).  For comparison, the UK average is 79.0%.  Thus, the South West’s pool of inactive people is already smaller than average, implying that its scope to attract more inactive people back to work is more limited than in most other regions.  The LFS reports there are 835,000 economically inactive people in the South West, of whom only about 250,000 actually want a job.  
2.30	Estimates from the household survey indicate that, across the region, around 93,200 formerly economically inactive people secured work in the last 12 months​[3]​.  This total is made up of:
	former students	59,300;
	former ‘carers’	29,700;
	previously long-term ill and ‘others’	4,200.  
How well qualified are recent job changers? 
2.31	To gain an impression of how well qualified are those who have changed jobs or entered employment recently, the Chart below shows the highest qualifications of people who have been in their present job for less than 12 months:
(Base: 1,223)
Chart 2.5	Highest qualification of respondents who have been with their present employer for less than 12 months, by previous employment status; employed respondents only (excluding self-employed) who have been with their present employer for less than one year; percentages
2.32	The Chart above emphatically demonstrates the superior qualifications of people who entered work from full-time education (at school, college or university), who are therefore sought after by many employers.  Those who were previously neither in education nor in employment (unemployed people, ‘carers’, long-term sick and ‘others’) are least well qualified.  The qualifications of those who moved from one job to another (i.e. were in employment or self-employment) lie in between these extremes.  
Unemployment in the South West region
2.33	Nationally, unemployment has been falling steadily since the beginning of 1993.  The most recent seasonally adjusted ILO unemployment rate​[4]​ for the UK is 5.3% (from the LFS, June-August 2000), a fall of 0.3% over the previous quarter and 0.6% down over the year.  The claimant count measure fell to 3.6% of the labour force in September 2000, though the October figure showed a very small rise (of only 3,000 individuals), perhaps suggesting that the fall has levelled out.  The UK has one of the lowest ILO unemployment rates in the EU (5.4% in June 2000, compared with an EU average of 8.3%) and is the lowest of the five largest EU economies (Germany 8.3%, France 9.6%, Italy 10.5% and Spain 14.5%).  
2.34	Earlier, Table 1.3 showed that regional and national unemployment figures are similar, but there are marked variations between TEC/LSC areas within the South West.  Unemployment ranges from 3% (in the WESTEC area and Wiltshire and Swindon) to 6% (in Devon & Cornwall), demonstrating one of the well known contrasts between the north and south of the region.  
2.35	The following sub-section briefly looks at:
	the characteristics of unemployed people;
	differences between JSA claimants and non-claimants;
	people who are long-term unemployed.  
The characteristics of unemployed people
2.36	Unemployment represents a ‘pool’ of people who are seeking work.  The possible effects of low unemployment on the aggregate characteristics of this ‘pool’ are uncertain:
	on the one hand, well qualified, experienced jobless people should be able to find work more easily.  Those who remain unemployed for any length of time might be expected to be those who are least attractive to employers;
	on the other hand, the relative share of long-term ‘structural’ unemployment should fall and short-term, ‘transitional’ unemployment increase, improving the ‘quality’ of the ‘pool’.  
2.37	The net effect of falling unemployment on the characteristics of unemployed people is therefore hard to anticipate.  The current regional study finds that people who are unemployed:
	are more likely to be male (58% are men, hence 42% are women);
	tend to be young (47% are aged 16-29);
	are less well qualified than people in work (30% of unemployed people have no qualifications, or are qualified below Level 1);
	the majority (83%) were previously in employment, especially as full-time employees (66%);
	most unemployed people have stable employment histories – 35% had just one previous employer in the past five years, 22% had two and only 28% had three or more;
	only 14% of unemployed people were previously students;
	the great majority of unemployed people are white (97%) – reflecting the region’s low ethnic minority proportion (at 1% of its total population, the lowest of any English region);
	16% are single parents (the region has fewer ‘lone parents’ than average – 4.4% of all households, compared with the English average of 5.6%).  
What differences are there between JSA claimants and non-claimants?
2.38	The following Table summarises and compares the main differences between unemployed people who are Jobseeker’s Allowance claimants and non-claimants.  
Claiming Jobseekers Allowance	Not claiming Jobseekers Allowance
42% of unemployed people are claimants	58% of unemployed people are non-claimants
Tend to be men (65% of JSA claimants are male)	Though small majority are men (54% of non-claimants are male), proportion who are female is higher than amongst JSA claimants
9% of JSA claimants are single parents	21% of non-claimants are single parents
Young profile (53% of claimants are aged 16-29)	Slightly older profile (43% of non-claimants are aged 30-49)
Tend to be short-term unemployed (48% of claimants have been unemployed for less than one year)	More are long-term unemployed (66% of non-claimants have been unemployed for more than one year)
Have had more employers in the last 5 years (34% had 3 or more), suggesting less stable employment history amongst a minority of claimants	Have had fewer employers in the last 5 years (only 23% have had had 3 or more), but this may be because more are long-term unemployed, who have worked little or not at all in this period
More likely than average to have previously been self-employed (6%) or students (17%).  Less likely to have previously been part-time employees (8%) or ‘carers’ (<1%).  	Less likely than average to have previously been self-employed (3%) or students (12%).  More likely to have previously been part-time employees (16%) or carers (2%).
Table 2.2	Comparison of JSA claimants and non-claimants
2.39	Many of the differences visible in the Table above are reflections of the rules of the Jobseeker’s Allowance, which is intended for people with a recent work history who have become unemployed involuntarily.  It is paid for a limited period only.  Thus people who do not find jobs within that time lose their JSA entitlement (or move on to a different benefit, if entitled).  
2.40	As a result of these rules and as the Table above shows, a typical JSA claimant is more likely to be:
	male, young (aged 18-29 – 16 & 17 year olds are ineligible); 
	short-term unemployed ;
	and tends to have a fairly unstable employment history i.e. three or more employers in the last 5 years.




	and to have had few employers  (possibly because she has worked little during this time).
2.42	Of course, these are generalisations based on the data and there are significant proportions in both categories, who do not conform to these stereotypes.  
Long-term unemployment
2.43	There is much evidence elsewhere to show that the longer an individual is unemployed, the harder it becomes for them to find work.  Hence policy measures justifiably tend to focus on helping long-term unemployed people back into jobs.  
2.44	Defining long-term unemployment here as being of 13 months or greater duration, it can be seen from the Table below that long-term unemployment accounts for about half of all unemployment.  Applying this statistic to the estimated proportion of unemployment in the region (including those not claiming JSA) suggests that between 2% and 3% of the regional workforce comprises people with serious problems:

Percentages …	Unemployed (as % all respondents)	Of whom … 
(as % of unemployed)	Unemployed Base (Number)








Table 2.3	Distribution of short-term and long-term unemployment, comparing TEC areas and South West region 
2.45	The Table above shows some variation in long-term unemployment across the region (as a proportion of those unemployed in each area), but the small numbers of unemployed respondents mean these apparent differences should be interpreted with care.  




	more than 10 years 	(10%).  




	unqualified or qualified below NVQ1	(41%);
	had only 1-2 employers in last 5 years 	(65%);
	previously employed, mainly full-time	(88%).
2.48	It can be seen that a clear set of barriers related to low qualifications and childcare is likely to be part of the challenge of encouraging and enabling many long-term unemployed people into the workforce.
3.0	Skills and qualifications 

Introduction
3.1	Demand for skills is increasing, as occupations continue to change.  The skills needed within existing jobs are also rising, with the introduction of new technologies and new working practices.  
3.2	Qualifications are widely used as a proxy indicator of skills, though there are limitations in using qualification data in this way.  The household survey therefore gathered information on respondents’ perceptions of their skills, whilst also recording details of their qualifications.  
3.3	This Chapter considers:
	key skills;
	vocational skills (possessed and needed);
	the suitability of people’s qualifications for their jobs;
	people who feel under-qualified;
	highest qualifications held;
	National Learning Targets for Adults;
	people with low qualifications.  
Key skills
3.4	In recent years, the terminology used to describe different kinds of skills has become increasingly confusing and often inconsistent.  The words ‘key skills’, ‘core skills’, ‘basic skills’, ‘generic skills’, ‘vocational skills’, ‘transferable skills’, ‘occupational skills’ and ‘specialist skills’ are all used with varying degrees of precision.  This report uses the phrase, ‘key skills’ to indicate nine skills analysed in the following Charts and Tables (which is roughly in line with the National Skills Task Force’s terminology).  These comprise basic and transferable skills and abilities necessary for employability (though the level to which these skills must be developed will clearly vary according to the occupation involved).  
Where are the skill weaknesses?
3.5	Respondents were asked to rate their abilities in the nine key skills, using a five-point scale.  (1 = ‘no ability at all’, 2 = ‘very low or basic’, 3 = ‘adequate in most situations outside work’, 4 = ‘good – could use in many work situations’, 5 = ‘high level – use at a specialist level in work situation’.): 
(Base: 7,611)
Chart 3.1	Respondents’ competence in key skills (self assessed); all respondents; percentages
3.6	These ratings are self-assessed, with all the shortcomings that this entails.  If accepted at face value, however, the results in the Chart above imply that the majority of respondents are confident of their abilities in eight of the nine key skills.  Around three-quarters or more think their skills are ‘good’ in every area, except Information Technology.  Thus, IT is the weakest generic skill.  However, it should also be noted that ‘good’ was defined as being of use in work situations.  Anything below that level may imply weakness in an ‘economic’ sense if not in an ‘everyday’ sense.  On that criterion there are a number of weaknesses not only in IT where 53% lack skills to an ‘employable’ extent but also for example in numeracy (28% lack skill), ‘skills to improve own learning’ (31% lack skill), and so on.















* Multiple responses possible
Table 3.1	Respondents with ‘poor ‘or ‘no ability’ in basic and generic skills, by age and gender; all respondents; percentages
3.8	The Table above shows that in numeracy and literacy:
	5% of adults recognise they have severe problems with numeracy and 2% have weak reading skills;
	young people (aged 16-19) are a particular cause for concern in both numeracy and literacy;
	women are more likely than men to consider themselves as innumerate.  
3.9	Turning next to the other seven skills, excluding numeracy & literacy, the Table above also shows that:
	IT is by far the most frequent problem (particularly amongst older people) – a potentially serious weakness in today’s labour market, underlined by the National Skills Task Force’s claim that a basic level of IT ability (input data; follow on-screen instructions) is now a minimum requirement for employability;
	young people (aged 16-19) are more likely than other age groups to have poor communication and problem solving skills, both of which are important for good customer service - yet many young people work in sales occupations;
	leadership is (understandably) a weakness amongst young people, so employers may need to pay special attention to developing this when preparing their younger employees for promotion;
	older people are less confident of their ability to improve their own learning – which may be a contributory factor to their lower participation in training and development (which will be reported later).  












Are key skills improving?
3.11	However, the Chart below, comparing 1998 and 2000 for selected key skills only, shows that skills (or at least people’s confidence in them) are improving.  Encouragingly, the greatest improvements are in IT (an increase of eight percentage points) and numeracy (a seven percentage point rise):  
(Base: 7,611)
Chart 3.2	Respondents claiming ‘high level’ or ‘good’ abilities (self assessed) in specified skills – 1998 compared with 2000; all respondents; percentages 
Vocational skills 
3.12	Key skills are important for ‘employability’, but most jobs also require specific vocational skills (‘work-related skills’).  All respondents, except those on government schemes (e.g. YT, Work-based Training for Adults, etc.) and those doing unpaid work, were first asked which skills or attributes they possess, at a sufficiently high level to perform a current or possible future job.  Answers are entitled ‘Skills possessed’ in the Chart below.  
3.13	They were then asked if improvements in any of these skills would help their career (if employed or self-employed), or their chances of getting a job (if unemployed).  Answers are entitled ‘Skills needed’.  The list of skills explored is necessarily ‘broad brush’ and not intended to represent all vocational skills:  
Base (7,611)
Chart 3.3	Skills possessed and skills needed, for career advancement or to get a job; all respondents; percentages
3.14	The Chart above shows that:
	the most frequent ‘skills possessed’ are general skills (e.g. car driving licence, confidence or assertiveness and customer care skills);
	the least frequent skills possessed are much more occupation-specific (e.g. HGV and PSV driving licences) ;
	overall, 40% of respondents feel they do not need to develop any of these skills; 
	the most frequent skills that people feel they need to develop are IT (28% of relevant respondents), business planning & strategic management (14%) and foreign languages (12%);
	except for these skills, fewer than 10% of relevant people feel they need to develop any of these specific skills (for some skills, probably because high proportions already possess them, for others because they are more occupation-specific and therefore not relevant to their careers).  
3.15	Further analysis of skill possession (by age, gender, employment status, occupation and highest qualification) confirms the kinds of patterns that might be expected:
	skill possession tends to increase with age (except foreign languages and IT skills);
	there are only minor gender differences, except that men are more likely to possess craft, manual dexterity skills and driving licences, whilst women are more likely to possess customer care skills;
	people who are self-employed tend to be most likely to possess each skill (emphasising the versatility that is needed for successful self-employment), whereas people who are unemployed are least likely;
	occupational patterns, of course, reflect the skills required for particular jobs (e.g. people in craft occupations are most likely to possess craft skills);
	people who hold higher levels of qualifications are more likely to possess most skills.  
3.16	Further analysis of skill needs (by age, gender, employment status, occupation and highest qualification) reveals patterns that reflect gaps in skill possession:
	younger people are more likely to feel that they need to develop skills, whereas older people are less likely (naturally reflecting the skill possession age differences above and also explaining age differentials in interest and participation in training and education);
	there are only minor gender differences, except that men are more likely to need driving licences and women to need IT skills;
	people who are self-employed are least likely and unemployed people most likely to need to improve their skills:
Are skills possessed and needed consistent with labour market trends?
3.17	There is now a general perception in the UK that there is rising demand for IT skills and many realise that foreign languages and business planning & strategic management skills are increasingly required.  Many also believe there is falling demand for traditional craft skills.  
3.18	These beliefs are consistent with the survey’s findings on the most frequent skill development needs (i.e. IT skills, business planning & strategic management and foreign languages) and the infrequent need to develop craft skills and manual dexterity.  
3.19	Are these perceptions also in tune with employers’ skill needs?  Whilst comparisons between household and employer surveys must be treated with care, the 1999 South West employer survey found the most frequent hard-to-fill vacancies were for personal and protective service occupations (25% of employers with recruitment difficulties) and craft occupations (19%).  The skills needed in these jobs, in the former case, often include customer care skills (widely possessed), confidence or assertiveness (widely possessed), time management or organisational skills (widely possessed) and, in the latter case, craft skills (not widely possessed and few want to develop them).  
3.20	Thus, based on a comparison of these two sources of evidence, hard-to-fill vacancies for craft occupations are indeed probably due to genuine skill shortages, whereas those for personal and protective service occupations may be due to other factors, such as low pay, long hours, poor conditions and limited prospects.  
3.21	The South West employer survey also found that 28% of employers have internal skills gaps in their existing workforce.  Shortcomings in IT skills were frequently reported.  Thus, in this subject at least, there is a shared view between workers and employers that IT skills are a priority for improvement.  
Skill improvement needs by occupation
3.22	An occupational analysis of skill needs (people in employment and self-employment only) confirms that certain skills are more likely to be needed by people in particular occupations.  The pattern (in the Table below) is much as might be expected.  (Red shading indicates occupations more likely to need that skill, blue shading indicates lower than average need.) Thus, for example, better IT skills are needed across most occupations, whereas professionals and associate professionals are most likely to need to improve their business planning and strategic management skills.  Driving licences of various kinds are more likely than average to be needed by operatives and ‘other’ unskilled occupations:  
	Occupation





Software/programming/ technical IT skills	28	26	28	29	26	29	30	25	27	28
Business planning & strategic management 	15	17	17	16	11	13	15	11	11	14
Customer care skills	5	4	6	6	4	7	8	4	5	6
Finance/accountancy	12	8	8	13	7	7	8	6	8	9








* Less than 0.5%
** Red shading indicates occupations more likely to need that skill; blue shading indicates lower than average need
Table 3.2	Skill improvement needs, by occupation; employed & self-employed respondents only; percentages
Skill improvement needs by area
3.23	Do residents’ perceived skill improvement needs vary by TEC/LSC area?  And is there any correlation between the household survey and employer survey findings?  The Table below shows skill improvements needs by TEC area (again highlighting more frequent than average requirements in red and below average requirements in blue):  
	TEC/LSC Area	All





Software/programming/ technical IT skills	33	26	32	22	20	31	28
Business planning & strategic management 	15	13	16	14	11	15	14
Customer care skills	6	5	5	8	6	5	6
Finance/accountancy	8	10	10	9	7	10	9








** Red shading indicates occupations more likely to need that skill; blue shading indicates lower than average need
Table 3.3	Skill improvement needs, by TEC/LSC; all respondents; percentages
3.24	The Table above shows that WESTEC area residents are least likely to feel any need to improve almost every skill (which is perhaps surprising, since WESTEC area employers are the most likely to report skills gaps, 33%).  Furthermore, though not shown in the Table above, WESTEC area residents are least likely to claim possession of most skills.  
3.25	In contrast, residents of more rural (i.e. less urbanised) TECs/LSCs are more likely to be aware of a need to improve their IT skills, especially those in Devon & Cornwall and Dorset.  
3.26	Taken as a whole, the findings perhaps remind us that it is important to provide residents with information on the skills needed (and hard to obtain) by employers in particular areas.  
Are people suitably qualified for their jobs?
3.27	People’s qualifications should be appropriate for their job (to avoid wasted talents and frustration amongst over-qualified people and incompetence amongst those who are under-qualified).  All employed, self-employed and unemployed respondents were therefore asked if they feel their present qualifications are about right for their present job of, it unemployed, the job they were seeking.
3.28	First, the Chart below shows the findings by employment status (employed compared with unemployed).  
Base (7,553)
Chart 3.4	Match of qualifications with present job/job seeking; employed, self-employed & unemployed respondents; percentages
3.29	The Chart above shows that:
	the majority (75%) of employed people think their qualifications are about right;
	amongst the remainder of employed people, feelings of being over-qualified are three times as frequent as feelings of being under-qualified (18%, compared with 6%);
	unemployed people are significantly more likely to feel their qualifications are inappropriate.  Under-qualification is particularly frequently mentioned, justifying policies aimed at helping jobless people to improve their qualifications.
Who is most likely to feel under- or over-qualified?
3.30	The Table below is based on employed and self-employed people only.  This reveals that, amongst people in work:
	feelings of being over-qualified are more frequent amongst young people, part-time staff, people in low-skill occupations, hotel & restaurant workers and people holding Level 3 & Level 4 qualifications;
	these over-qualification findings probably reflect a minority of well qualified people, probably young people, who are employed in jobs that do not fully use their knowledge and skills and who may well later move on to more demanding jobs;
	feelings of being under-qualified vary much less between groups (i.e. many are close to the average).  And the overall level is lower, perhaps because people who are under-qualified tend not to survive long in today’s competitive labour market:  





Age	16-29 years old (24%)	-
Employment status	Part-time workers (23%)	-
Occupation	Other unskilled occupations (28%) and operatives (25%)	Managers (8%) and technical (8%)
Industry sector	Hotels and Restaurants (31%)	Primary and construction (7% each)
Highest qualification	NVQ3 (24%) and NVQ4 (23%)	NVQ1, NVQ2 and NVQ3 (7% each)
Table 3.4	Comparison of employed and self-employed respondents, who feels over- and under-qualified?
Which qualifications do under-qualified people need?
3.31	All those who feel under-qualified, both employed and unemployed, were asked which qualifications they need, to do their job better or to gain a job.  More than one-third (36%) do not know which qualifications they require.  This is an important finding, since it demonstrates the necessity of accurate and good-quality information, advice and guidance for these individuals.  






















* General level of qualification identified by respondent rather than specific type/level
Multiple responses possible
Table 3.5	Qualifications needed to do job better/get a job; under-qualified respondents only (employed, self-employed or unemployed); percentages
Under-qualified people and training
3.33	Firstly an analysis of survey results suggests that people who feel their present qualifications are inappropriate are more likely than average to feel positive towards further learning or training (regardless of whether they are currently employed or unemployed).
3.34	Thus, under-qualified people’s positive attitudes to future learning are encouraging.  Still more encouraging would be evidence of more frequent than average participation in training, by these individuals.  
3.35	The survey suggests that both employed and unemployed people who feel under-qualified are slightly more likely to have taken part in training during the past 12 months, compared with those whose qualifications are ‘about right’ or who are over-qualified.  Whilst there may be underlying reasons, unconnected with the suitability of their qualifications (such as their gender, occupation and employment status – see Table 3.4 above), at face value this finding seems encouraging:  

Base (7,553)
Chart 3.5	Participation in work-related training in the last year, by qualifications for present job (or job sought); employed/self-employed and unemployed respondents; percentages
Highest qualifications held
National background 
3.36	The National Skills Task Force notes that rising levels of qualifications in the workforce are mainly due to the higher levels of young people’s qualifications on entry.  Increases in the qualifications of older employees already in the labour market have been far more modest.  The National Skills Task Force’s Research Report shows that almost nine in ten (88%) of the workforce hold some kind of formal qualification.  One-quarter (24%) of the workforce holds an Level 4 equivalent qualification or higher, and a further one-fifth (20%) of economically active people hold Level 3 equivalent qualifications.  
3.37	However, these figures mean that well over one-half (56%) of the workforce have qualifications equivalent to Level 2 or below (including 12% who have no qualifications of any kind).  
3.38	The National Skills Task Force points out that poor qualification levels do not necessarily mean poor basic skills and also that some people with high qualifications have relatively poor basic skills (citing evidence from the International Adult Literacy Survey).  Nevertheless, it emphasises the strong correlation between poor basic skills and low qualification levels (which the Task Force defines as Level 2 and below).  
Qualifications in the South West region 
3.39	Qualifications have also been rising in the South West region.  The Chart below shows changes over the last two years according to the highest qualification of respondents:  

(Base: 7,611)
Chart 3.6	Highest qualification possessed, comparing 1998 and 2000; all respondents; percentages
3.40	The Chart above shows that:
	Not only are more people qualified (the unqualified proportion has fallen from 15% to 13%), but more of those who are qualified hold qualifications at higher levels (the aggregate proportion holding Level 4 & 5 equivalents has risen from 25% to 31%);
	the aggregate proportion holding Level 1-3 equivalents has fallen from 47% to 43% and apprenticeship qualified people (Level 2/3) have also fallen (which may contribute to skill shortages amongst craft occupations);
3.41	Whilst some of the apparent changes (both increases and decreases) may be due to sample variation, there can be no doubt that increasing proportions of economically active people are better qualified than ever before.   These are, of course, positive and encouraging results –  though they also imply that unqualified and poorly qualified people will find increasing competition in the labour market.  National Learning Targets for Adults
National background
3.42	Briefly, the new National Learning Targets for Adults aim to achieve, by December 2002:
50% of economically active adults to hold at least a ‘level 3’ qualification 28% of economically active adults to hold at least a ‘level 4’ qualification A 7% reduction in non-learners
3.43	Nationally, steady progress has been made towards the first two Targets.  (The ‘learning participation’ Target is a new measure.)  Between Spring 1993 and Spring 2000 there have been significant increases in the proportions of adults achieving level 3+ and level 4+ qualifications.  In 1993, 36% of economically active adults held at least a Level 3 qualification and 22% held at least a Level 4 qualification.  By Spring 2000 these proportions had increased, to 45% and 26% respectively.  
Current South West position
3.44	The following series of Charts presents a series of analyses of the region’s current position against the revised Adult Learning Targets.  For the most part, the Charts are self-explanatory.  Thus only brief comments are made in relation to each analysis.  


Adult Learning Targets 1 & 2, by TEC/LSC area 
3.45	The South West region overall and every TEC/LSC area except Somerset has already reached the qualification levels required by both Targets.  
(Base: 7,504)
Chart 3.7	Adult Learning Targets 1 & 2, by TEC/LSC area; respondents aged 18+ in employment, self-employment , unemployment or temporarily away from work or business; percentages
3.46	Examination of stocks of qualifications by area of residence shows some interesting patterns (though caution is necessary because samples for some areas are small and survey error margins may produce idiosyncratic results).  Two maps following suggest the relative proportions of resident populations holding Level 3 and Level 4 qualifications respectively.  It can be seen that essential differences (within relatively narrow overall ranges) tend to reflect underlying social structures.  Poole and Plymouth, for example, with larger proportions of their populations lying in ‘working-class’ or manual occupational groups have lower values than Wiltshire or Dorset or Devon which have more ‘middle class’ residents (in non-manual occupational groups, particularly at higher skill levels) as proportions of their populations:

Map 1	Percent of resident population with Level 3 qualifications

Map 2	Percent of resident population with Level 4 qualifications
3.47	However, a somewhat difference picture emerges when an analysis is undertaken according to where people work.  In this case some areas are ‘warmer’ in terms of the qualification profiles of their employee bases than of their resident bases (Poole, Bath, Bristol for example) showing the significance of these areas as foci of high skill employment; whereas other areas are ‘cooler’ (Dorset or Wiltshire for example) showing these areas as prime commuter territory for other locations (people with high skills resident in Dorset travelling into the Poole/Bournemouth conurbation to work, highly-skilled Wiltshire residents travelling up and down the M4, to work, and so on).  Clearly, as with residential patterns, the picture should not be treated as wholly reliable.  Some of the sub-areas have estimates attaching to them which, because of sample size, are subject to survey error which is sufficient to place them in the ‘wrong’ band.  But the data is useful in emphasising the obvious significance of travel and commuting to the scale and character of labour and skills which are available to a local economy:





Map 4	Percent of employees in area with Level 4 qualifications

Adult Learning Targets 1 & 2, by gender
3.48	When analysis is made according to gender, the survey shows that men are better qualified against ALT1, but women are better qualified against ALT2:  
(Base: 7,504)
Chart 3.8	Adult Learning Targets 1 & 2, by gender; respondents aged 18+ in employment, self-employment , unemployment or temporarily away from work or business; percentages 


Adult Learning Targets 1 & 2, by age
3.49	The following chart shows that qualification levels tend to fall in older age groups, reflecting lesser educational opportunity in past decades.  However, conversely, the chart also draws attention to the problem of poorly qualified employed young people aged 18-19 (students were not included in the survey).  
3.50	Some of these young people may be working (as part-time students or in the course of full-time employment) towards further qualifications, though many will have entered the workforce at age 16, 17 or 18 with limited qualifications and are not undertaking any further development.  As the National Skills Task force emphasises, these young people should be encouraged and supported to gain at least Level 3 equivalents:  
(Base:7,504)
Chart 3.9	Adult Learning Targets 1 & 2, by age; respondents aged 18+ in employment, self-employment , unemployment or temporarily away from work or business; percentages
Adult Learning Targets 1 & 2, by employment status
3.51	Full-time employees and self-employed people both of whom exceed ALT1 & 2, are better qualified than part-time employees who almost meet ALT2 but are still some way from ALT1.  This latter distinction is of interest.  It suggests some polarisation within the group.  Thus part-time workers include a significant proportion of people with graduate-level qualifications.  But the group also has more people qualified below Level 3, suggesting a stronger low-skill proportion, than in the employed workforce as a whole. Unemployed people are least well qualified and remain a considerable distance below both Targets.  
(Base:7,504)
Chart 3.10	Adult Learning Targets 1 & 2, by employment status; respondents aged 18+ in employment, self-employment , unemployment or temporarily away from work or business; percentages
Adult Learning Targets 1 & 2, by occupation
3.52	This analysis draws attention to the heavy concentration of qualified people in three occupational groups (managers, professionals and associate professionals & technicians).  In addition, craftspeople meet ALT1 (but are far below ALT2).  


Of course, people working in many intermediate and most lower level occupations do not need Level 3 and especially Level 4 equivalent qualification.  Thus it would be unrealistic to expect large increases in such jobs.  However, the analysis emphasises the ‘polarisation’ of the workforce into ‘high qualification’ and ‘low qualification’ jobs:  
(Base: 6,884)
Chart 3.11	Adult Learning Targets 1 & 2, by occupation; employed and self-employed respondents only, aged 18+; percentages
Adult Learning Targets 1 & 2, by industry sector
3.53	A sector analysis draws attention to the heavy concentration of qualified people, especially graduates (Level 4 and above), in business & financial services and public services:  

(Base: 6,884)




3.54	The following comparisons should be seen as describing the direction and magnitude of changes in Adult Learning Target achievements, rather than viewed as mathematically precise statements.  (The data have been calculated on the old basis to allow comparisons with previous years and each year is subject to sample error.  The former National Education & Training Targets for Adults were based on people in employment and self-employment only – unemployed people were excluded.)  
3.55	The Table below compares progress in each of the region’s six TEC/LSC areas.  This shows that, over the six years of the comparison, significant progress has been made in all TEC/LSC areas, especially against the former NTET Adult Target 1:  
	1994	1996	1998	2000
















Table 3.6	Former National Training & Education Targets for Adults 1 & 2, by TEC/LSC area, 1994-2000; employed & self-employed respondents only; percentages
3.56	Differences between the rates of progress achieved in individual TEC/LSC areas may be influenced by many factors (e.g. the structure and relative growth rates of local economies, migration by young people and the relative endowments of local educational institutions.)  Thus, comparisons between TECs/LSCs should not be interpreted as indicators of their relative success.  There are also technical factors which exaggerate the apparent rate of progress between 1998 and 2000.  These are explained in a methodological note at the end of this report.
3.57	Have there been any changes in the relative progress made by different workforce groups?  For example, have men and women moved towards the Adult Learning Targets at different speeds?  
3.58	For brevity, detailed charts and tables are not presented in this report.  However, the main points revealed by time-series gender and occupational analyses (based only on employed and self-employed respondents) are as follows.  
3.59	By gender … 
	although fewer women than men have reached ALT1 (48% of employed and self-employed females, compared with 55% of males), the proportion of qualified women has risen by 12 percentage points, whereas ALT1 qualified males have increased by only 5 percentage points – thus women have made significantly better progress towards ALT1 (since 1996) and are ‘catching up’ with men;
	against ALT2, females are not only already slightly better qualified than males (34% of relevant women, compared with 33% of males), but their rate of increase is also faster (having risen by 9 and 6 percentage points respectively) – thus, women have also made significantly better progress towards ALT2 (since 1996) and have ‘overtaken’ men.  
3.60	By occupation …
	higher level (SOC1-3) and most intermediate occupations (SOC 4-7) have made better progress towards both ALT1 and ALT2 than lower level occupations (SOC 8-9), between 1996 and 2000;
	the highest increases, in percentage point terms, have been made by managers, who have advanced by 13 percentage points towards both ALT1 and ALT2;
	the lowest increases have been made by sales occupations, which have remained almost unchanged against both Targets;
	in most occupations, greater progress has been made towards ALT1 than ALT2 (except managers and professionals, who have advanced by 13 and 10 percentage points, respectively, towards ALT2).  
People with low qualifications
3.61	For the following discussion, ‘people with low qualifications’ are defined as those who hold Level 1 equivalents, sub-level 1 and no qualifications. 
How many poorly qualified people are there?
3.62	In total, 28% of the South West region’s economically active residents are poorly qualified (i.e. Level 1 equivalent or below), equivalent to around 676,000 individuals.  The current regional proportion is a little lower than the UK average of people holding Level 1 equivalent or below (32%, NSTF Research Report Table 4.1, citing the 1999 LFS), suggesting that the South West has a slightly ‘better quality’ workforce.  
Who are the low qualified?
3.63	People who are more likely than average to be poorly qualified include: 
	women (30% of economically active females, compared with 27% of men);
	young people (44% of 16-19 year olds who are economically active), which underlines the problem of young people entering the labour market with poor qualifications;
	older people (33% of those aged 50+);
	part-time employees (33%);
	unemployed people (44%).  
How many low qualified people trained in the last year?
3.64	People who are poorly qualified are much less likely to take part in training.  Fewer than two-fifths (36%) of poorly qualified people took part in work-related training in the past 12 months, compared with over three-fifths (62%) of those who are more highly qualified (i.e. who hold Level 2 equivalents and above).  
3.65	Although people who are poorly qualified are much less likely to take part in training, those within this group who are most likely to do so include:
	women (40% of poorly qualified women took part in work-related training in the past 12 months);
	young people (51% of relevant 16-19 year olds);
	full-time and part-time employees (40% and 38% of poorly qualified employees, respectively).  
3.66	These characteristics are remarkably similar to those in the wider workforce who train (even though the proportions are lower).  Conversely, therefore, the poorly qualified people who are least likely to take part in training comprise men (32% of those qualified to Level 1 equivalent or below), older people (28% of badly qualified older people) and self-employed workers (only 15% of relevant individuals).  
How motivated towards training are low qualified people?
3.67	Clearly, then, people who are poorly qualified are much less likely to take part in training than their better qualified counterparts.  Is this because they are less motivated to do so, or could there be some other reason, such as less opportunity (e.g. due to unemployment, employer disinclination, or greater barriers to training)?  
3.68	Rather surprisingly, almost one-half (in aggregate) of all poorly qualified people claim to feel ‘very positive’ (14%) or ‘positive’ (35%) towards future training or learning.  Only one-fifth (20% in aggregate) are ‘negative’ (13%) or ‘very negative’ (7%).  Thus, the evidence implies that the majority of poorly qualified people are well disposed, or neutral, towards learning.  Hence, that factors other than their attitudes are preventing them.  
What would encourage poorly qualified people to train?
3.69	However, the most frequent incentives that would encourage poorly qualified people (Level 1 and below) to take part in learning or training differ in some respects from those that would encourage those who are more highly qualified (Level 2 and above):
	people who are poorly qualified give a higher priority to pay increases, someone else paying for the training and employer compulsion;
	these financial preoccupations probably reflect the lower earnings associated with poorer qualification levels;
	in contrast, more highly qualified people rank increased personal knowledge and personal satisfaction more highly;
	fewer poorly qualified people would be encouraged by almost every factor (except better transport provision, which is more attractive to poorly qualified people, 19% compared with 14%, and personal adviser to guide me and good examples of people who had progressed due to training, which are identical for both groups).  
3.70	The following Table summarises and compares the ‘top five’ incentives that would encourage both groups of people to take part in learning or training.  
‘Top five' factors	Poorly qualified	‘Top five' factors	Better qualified
If it led to a pay increase	55	Increased personal knowledge	65
If cost covered by someone else	52	Personal satisfaction	65
If required by employer to train	52	If cost covered by someone else	63
Increased personal knowledge	50	If it led to a pay increase 	61
Personal satisfaction	50	If required by employer to train	58
Unweighted base	2,234		5,376
Table 3.7	‘Top five’ factors that would encourage learning or training; poorly qualified (Level 1 and below) and better qualified (Level 2 and above) people compared; percentages 
Barriers to training
3.71	It would seem from the analysis above that major motivational factors to encourage lowly qualified people to train would either require employers to change their attitudes to these staff or (expensive) subsidy would be required.
3.72	Would barrier-reduction strategies perhaps be better at helping poorly qualified people to raise their qualifications?  
3.73	People with low qualifications tend to be a little more likely to feel that barriers are preventing them from learning or training (i.e. 26% poorly qualified people report ‘nothing is preventing me’, compared with 30% of better qualified individuals).  
3.74	The ‘top two’ barriers for both poorly qualified and better qualified people, lack of time and cost, are identical (though the proportions differ a little).  However, for poorly qualified people, the third barrier is lack of interest.  This last finding suggests that for some, by no means all, poorly qualified people there is a motivation-deficit towards further personal development.
3.75	The following Table summarises and compares the ‘top six’ barriers to learning or training participation, for both groups.  
‘Top six' factors	Poorly qualified	‘Top six' factors	Better qualified
Lack of time	32	Lack of time	37
Cost/cannot afford to	31	Cost/cannot afford to	30
Just not interested	14	Not able to get time off work	15
Don’t have qualifications needed for course	13	Have to look after children	12
Have to look after children	13	Cost of childcare	8
Not able to get time off work	12	Cost of travel/transport	8
Unweighted base	2,234		5,376
Table 3.7	‘Top six’ barriers to learning or training participation; poorly qualified (Level 1 and below) and better qualified (Level 2 and above) people compared; percentages 
3.76	Overall, therefore, it would seem that to increase the participation of relatively low skilled people in learning requires a blend of techniques:
	Motivational – to persuade them to value and give higher priority to learning;
	Financial – to subsidise the cost for people who are mostly low-paid;
	‘Preparational’ – to give them basic skills and qualifications to proceed;
	Supportive – to help with childcare.
3.77	However, this list is not greatly dissimilar from what many people, low qualified or not, need to encourage further participation (except the ‘basic skills’ item).  And it hardly needs saying that it implies a range of policy which governments have historically found it difficult to implement on cost grounds if no other.

4.0	Patterns of workforce development

Introduction 
4.1	The National Skills Agenda, proposed by the National Skills Task Force, sets out a vision, ‘of a high skill, high value added economy delivering competitiveness and social cohesion’.  It proposes six goals and makes 24 recommendations, which address three priorities.  The National Skills Agenda aims to raise skills and qualifications through education and training.  
4.2	Having extensively considered stocks of skills and qualifications in the region in the previous Chapter, this Chapter now looks at processes by which the workforce advances its skills, knowledge and qualifications.
4.3	Employers are by far the most important, though not the only, influence on vocational learning and workforce development.  The majority of work-related training is initiated and financed by employers, though increasing numbers of individuals are beginning to take greater personal responsibility for their own development.  
4.4	This Chapter now considers:
	participation in work-related training during the past 12 months, with particular attention to changes in participation;
	participation in ‘learning’* – defined as any kind of purposeful learning activity whether vocationally relevant or not.  
Who trains?
4.5	The characteristics of individuals who train is well known and the current survey confirms well established patterns.  The table below, summarises the survey findings:
Individuals most likely to train	Individuals least likely to train
Women (50%)	Men (46%)
18-24 year olds (52%)	Workers aged 50+ (32%)
Professionals (70%); associate professional & technical (68%) staff	‘Other occupations’ (25%), operatives (31%) and craft workers (32%)
People holding level 5 (68%) or level 4 (64%) qualifications	People without qualifications (22%)
Full time workers (54%)	 People who are unemployed (26%) or self-employed (28%)
Table 4.1	Selected characteristics of people most and least likely to have taken part in work-related training in the past 12 months; all respondents; percentages 
Are more people undertaking training?
4.6	The National Skills Task Force’s Research Report notes:
‘There is evidence from LFS and IALS that measured training levels have increased over the last fifteen years although over the last five years the picture seems to be fairly static.  For example, the proportion of the workforce receiving any job-related training during the last month rose by nearly 5 percentage points between 1985 and 1994, but has risen by only 1.8 percentage points between 1995 and 1999 to stand at 15 percent in autumn 1999 (LFS).’  
4.7	The reporting period covered by the LFS (the last four weeks) is much shorter than the 12 months reported by the regional household survey.  Thus the two datasets are not directly comparable.  However, the Chart below shows an increasing trend in the South West region between 1994 and 1998, followed by some reduction over the most recent two years.  (N.B.  Two figures are shown for 2000.  To allow consistent comparisons with previous years, Figure (a) is based on employed & self-employed respondents only.  Figure (b) is based on all respondents.)  
Chart 4.1	Participation in work-related training in the last 12 months in the South West; 1994 to 2000(a) employed & self-employed respondents only; 2000(b) all respondents; percentages
4.8	The apparent fall in work-related training between 1998 and 2000 could be due to several reasons, but there is no firm evidence from the household survey that could reliably explain it.  The National Skills Task Force shows that much training is short term (i.e. of short duration, operational and linked to immediate business needs rather than strategic).  Thus, it seems probable that the volume of training responds to short term influences (e.g. changes in recruitment, the level of business activity, legislative changes, new ICT systems or software).  One hypothesis may be that a high level of business has restricted training growth (as employers, particularly small firms, frequently report that being ‘too busy’ is a barrier to training) – but certainly a fairly flat picture if 1996 and 2000 findings are compared is consistent with the ‘fairly static’ picture noted by the LFS.
Are participation rates for different labour market groups converging?
4.9	Comparing different labour market groups over the last six years shows whether training participation by particular groups is changing. This information is available for employed and self-employed respondents only.  Comparisons are available by age and gender, occupation, industry and TEC/LSC area.  (Charts 4.2-4.4 and Table 4.2. following).  




4.11	The Chart below shows that, encouragingly, the proportions of older people (both males and females aged 50+) who have taken part in work-related training have increased more than average.  Whilst still less frequent than younger people, participation in training by older people is therefore moving closer to the all-ages average i.e. participation rates are converging a little:  




4.12	The Chart below shows that managers and personal & protective service occupations are the only workers whose participation in work-related training has increased more than average.  Though these are positive findings for managers and personal service staff, these two categories are already amongst the most likely to train.  Thus, there is nothing to suggest that participation in training by intermediate and low skilled workers is moving closer to the all-occupations average i.e. participation rates for most occupations are not converging.  

Chart 4.3	Participation in work-related training, by occupation; employed & self-employed respondents only; 1994 and 2000 positions; percentages
Industry sector
4.13	The Chart below shows that public services, primary industry and construction are the only sectors whose workers’ participation in work-related training has increased more than average.  Since public service employees are already by far the most likely to train, this means that their ‘training advantage’ is widening still further.  However, the above average increase in construction is most welcome, since this sector has the lowest proportion of people undertaking work-related training – the sector remains bottom of the league.  
4.14	The overall message from the Chart below is that, whilst there have been increases in every sector over the last six years, work-related training participation rates in most sectors are not converging in any consistent way:  
Chart 4.4	Participation in work-related training, by sector (SIC80); employed & self-employed respondents only; 1994 and 2000 positions ; percentages
How have these changes affected TEC positions?
4.15	In 1994, the region divided into two distinct groups.  In the WESTEC area and Wiltshire & Swindon, training participation rates were significantly higher than the other four TECs in the region.  
4.16	By 2000, training participation rates in most of the ‘lower’ areas had risen more sharply, significantly reducing the inter-TEC differences.  Amongst the four TECs in the second (‘lower’) group in 1994, only Somerset records an increase of less than 12 percentage points:  








Table 4.2	Participation in work-related training, by TEC area; 1994 to 2000(a) employed & self-employed respondents; 2000(b) all respondents; percentage point change between 1994 and 2000(a); percentages
What subjects do people train in?
4.17	Of course, it is significant to economic performance not just that people train but that they do so in subjects and themes which are significant to the economy.  The table below sets out the percentages of people who undertook work-related education and training during the last 12 months who studied or trained in different subject areas.  Note that the table is by no means comprehensive – it does not include people studying towards many other qualifications outside those major ones in the table and does not include people who studied or trained but did not do so towards a qualification.

	Higher degree	First degree	HNC/HND/Higher BTEC	ONC/OND National BTEC	C & C below craft	RSA Diploma	NVQ































































































Estimated number of people in region trained/








* Less than 0.5%
Table 4.3	What subjects did people in the workforce study or train in (where study or training was directed to a qualification)?; percentages of those studying or training for each qualification


In itself the table can’t be evaluated: there is no way of knowing whether the pattern suggested by the data fits the pattern of skills development which would be optimal for the economy.  However, a number of features can perhaps be picked out:
	The relatively low proportion of people studying engineering subjects at degree level compared with those studying the humanities
	The relatively few people identified as studying in the ‘catering’ group (despite high levels of skill shortage for such staff in the South West)
	The high numerical significance of study for NVQs as a proportion of all study (by people in the workforce)
Learning 
4.18	The government recently introduced a ‘learning participation’ Target, which seeks to increase participation in any kind of purposeful learning activity which can extend to a much wider range of activities than formal ‘training’ and may not be targeted directly at vocational competencies. 
4.19	Firstly, the Table below looks at the proportion of all respondents who took part in any kind of learning in the past 12 months (whether work-related, non-work-related or learning of any other kind).  The Table also shows the proportion of such learning that led to a formal qualification (expressed as a proportion of learners).  








Table 4.4	Participation in learning and study for qualifications in the last 12 months, by TEC area; percentages
4.20	The Table above shows a ten-percentage-point range in the proportion of learners, across all TECs/LSCs in the region (highest in Wiltshire & Swindon, lowest in Somerset and the WESTEC area).  There is also a wide variation (of nine percentage-points) in the proportion of learners who achieve (or are working towards) formal qualifications (highest in Devon & Cornwall, lowest in Somerset).  


Who is more likely to be working towards a qualification?
4.21	The survey findings show that:
	women are more likely to study for a qualification than men (51% of women who learned in the last 12 months gained a qualification compared to 46% of male learners);
	study for qualifications (as a proportion of learners) declines sharply with age;
	consequently, almost all learning undertaken by young people (16-19) is accredited (80%), compared with just 33% for older learners (50-Retirement Age);
	there is no clear occupational pattern – accreditation is highest for ‘other’ unskilled occupations (63%) and personal service (60%) occupations (which may be explained by the availability of NVQs in these occupational groups), lowest for professionals (36%), managers (40%) and clerical workers (42%);
	accredited learning is most frequent in hotels & restaurant (69% of learners, perhaps reflecting courses such as basic hygiene qualifications) and construction (56%);
	accredited learning is least frequent in business & financial services (43%), transport & communications (43%), primary industries (44%), and manufacturing (45%).  
For what levels of qualifications did learners study?
4.22	What is the likely impact of study for qualifications, on the Adult Learning Target positions?  Whilst the precise picture is impossible to construct accurately, the Table below offers some useful clues.  Briefly, the Table shows that:
	Just under one-fifth of those who are currently training or studying (18% in aggregate, equivalent to about 9% of all respondents) are aiming for qualifications between Level 3 and 5.
	However, the pattern of study is such that most study is either towards a level which is below the Adult Learning Target minimum threshold (Level 3) or is undertaken by people who already contribute to ALT1 and 2 positions and whose recent study does not make a further contribution.  If all study identified was concluded with the award of the appropriate qualification it would add around 1.5% to the current ALT1 position and around 1.7% to the current ALT 2 position.
	The bulk of training and learning (63% in aggregate) does not lead to significant qualifications (51% ‘no qualification’, plus 12% below Level 1 or level unknown).  













* Less than 0.5%
Table 4.5	Highest qualification level studied for in the last 12 months; all respondents who have undertaken work-related or non-work related training in the past 12 months; percentages
4.23	Overall, therefore, the study suggests
	A static picture of the proportion of employed people in vocational training (around 48%);
	Continuing structural inequalities in who trains;
	A higher proportion of people ‘learning’ (around 57% including the 48% above who are undertaking vocational training);
	But only around half of these are working towards a qualification.  Thus, around 27% of the whole workforce worked towards a qualification over the past year;
	And only 16% of those, less than 5% of the workforce were working towards a qualification which was significant to progress towards Adult Learning Targets (Level 3 or above).
4.24	How can this picture be improved?  The following chapter reveals some insights on the issue.
5.0	Stimulating informed demand for learning

Introduction
5.1	Previous sections have explored the nature and level of skills and qualification attainment in the South West.  However, it is an assumption of the underlying national skills campaign that current skill levels and rates of progress are insufficient in terms of meeting the nation’s social and economic objectives.  It follows that further learning is essential and needs to be encouraged:  everyone should have the opportunity to develop their skills & qualifications irrespective of age, gender and race.
5.2	Nor will new entrants into the labour market be sufficient to raise overall skill levels to the degree which the economy requires.  People already in work also need to ‘buy in’ to the learning culture.  Thus, an important strand of the national skills strategy is concerned with promoting workforce development and engaging ‘disaffected’ workers in learning rather than simply being concerned with education systems – schools, colleges and universities.
5.3	To this end, the final report of the National Skills Taskforce identifies six main elements in designing an effective post-16 learning ‘system’.  One of these, ‘stimulating informed demand for learning’ is considered here.
5.4	What does ‘stimulating demand’ involve?  Four main tasks are identified:
	the provision of information on future job and career opportunities and relevant learning provision;
	advice & guidance to interpret this information;
	advocacy and convincing that learning will bring benefits;
	substantial persuasion if individuals are to become engaged with and succeed though learning.
5.5	Survey evidence bearing on these tasks is considered below.
Information, advice and guidance
5.6	Clearly, information, advice and guidance is critical and there is a particular recognition in the Final report of the National Skills Task Force that adults require access to advice, guidance and support, not just young people in education:
‘In a rapidly changing labour market, adults also require access to similar advice, guidance and support and this is particularly true for the key target group of low skilled adults, many of whom may not have participated in learning for ten years or more.  They too need high quality advice and guidance services, free at the point of use.  A wide variety of projects over the last 10 years have confirmed that personal and often quite intensive individual advice and guidance is an essential component of successful attempts to re-engage disaffected adults back into learning.’


Who receives information, advice or guidance?
5.7	The survey reveals firstly that 54% of economically active residents have received information, advice or guidance on education and training in the last 3 years.  This suggests that 1.3 million people or around 433,000 people per year (assuming one ‘episode’ per individual) have received information, advice or guidance in the South West region.  
5.8	It is also clear that take up of information, advice or guidance is strongly associated with actual participation in training.  Thus, of those who participated in training in the last 12 months over two-thirds (70%) had received information, advice or guidance in the last three years (compared with an average, including those who hadn’t trained, of 54%).  The most likely recipients of information, advice or guidance were:
	young people (16-24)
	women
	professional and associate professional staff
	individuals with a Level 3 qualification or higher
	employees and the unemployed (rather than self-employed people)
5.9	Within this group, that is, those who trained and who also received information, advice or guidance, there are some marked differences. For example, information, advice or guidance for trainees was most frequent for:  unemployed people (81%); professionals (79%); associate professionals (76%); those with Level 4 and 5 qualifications (both 76%); 16-17 year olds (79%) and 18-24 year olds (77%);
5.10	On the other hand, the groups which trained but were less likely to have received information, advice or guidance included: plant & machine operatives (54%); those with no qualifications (56%) or with Level 1 qualifications (60%).  There is a clear possibility that these individuals may have been less likely to choose the right training and, in some cases, may have had negative experiences of learning in consequence. 
Where do people get information, advice or guidance?




Chart 5.1	Where information, advice or guidance was received; respondents receiving information, advice and guidance in the last 3 years; percentages
5.12	When these percentages are translated into numbers of adults receiving information, advice or guidance in the region on an annual basis, the following statistics on the sources of that information, advice or guidance are evident:
	Colleges 						215,000
	Training & Enterprise Councils			  25,000
	Careers Service					  28,000
	Libraries 						  17,000
	Private advisory services				  19,000
	Trade Union					  10,000
	Employer						169,000
	Friends/family					  23,000
	Job Centre    					  17,000
	Job Club						    2,000




There was a clear connection between receipt of this information, advice or guidance and taking part in training.  70% of people who got information, advice or guidance also trained whilst only 36% of those who did not get information, advice or guidance went on to train.
5.13	There is also a relationship between receiving information, advice or guidance and training or study towards qualifications.  Just over half (51%) of people who received information, advice or guidance before training undertook training leading to a qualification.  Only 43% of people who trained without receiving information, advice or guidance trained towards a qualification.
5.14	Whilst survey results suggest that people who have not sought information, advice or guidance in the last 3 years tend to be less frequently positive towards training than those that have received such help, the majority of the former, 55% or around 600,000 people in the South West, still report that they are positive towards training.  Clearly, then, there is very significant potential future demand for information, advice or guidance from this group.
5.15	But almost a third of respondents who did not receive information, advice or guidance in the last 3 years say that they would not know where to go if they needed information, advice or guidance on education and training in future.  Clearly, if information, advice or guidance are to be spread as widely as possible there is a requirement for wider and better marketing:
Chart 5.2	Awareness of where to go for information, advice or guidance on education or training; those who had received information, advice or guidance in last 3 years compared with those who had not; all respondents; percentages
Spreading the ‘learning’ message
5.16	But, more widely than the marketing of information, advice or guidance, where should general messages of the value of learning be targeted?
5.17	An analysis of motivation to train in the South West shows:
	44% of respondents who say they are positively motivated to undertake future training also undertook training in the last 12 months;
	23% are positive about training but did not train in the last 12 months;
	22% are neutral about training (i.e. will train/study as required but are not particularly self-motivated);
	10% are negative about future training (either don’t want to train or study or have no intention at all of ever studying or training);
5.18	These figures raise the question as to whether initiatives to promote learning should be targeted at specific groups or the working population more generally.  They may suggest that a blanket approach may incur inefficiencies because:
	a large proportion (44%) are positive about training but have trained in the last 12 months.  Perhaps this group may result in marketing ‘deadweight’ – there is clearly no resistance to ‘training’ messages
	and some people are determined not to train.  This is a small group and would be the hardest (most resource-intensive) group to reach.
5.19	For resource efficiency it may be most sensible to target marketing at those labour market groups that are most receptive to intervention i.e. people who are positive about training (but have not done any recently) or are ‘neutral’ about training (ambivalent attitude but will train if required by their employer).  There may be a need to develop and implement strategies to remove barriers to learning for both these groups, hereafter called ‘the priority groups’, and convince them that learning pays.
5.20	Clearly, policies can be targeted in various ways: often by industry or occupation. But which occupations and industries are most likely to contain the priority groups and are there sufficient numbers of people in the sub-groups to justify intervention? 
5.21	Our further analysis, therefore, considers proportions and numbers of people who are in different positions vis-à-vis motivation to learn and actual participation in learning.  Three groups are considered:
	‘Deadweight’ = positive (but have already trained in the last 12 months)
	‘Priority groups’ = positive (but not trained in the last 12 months) and neutral (but will train as required);



























Table 5.1 	Motivation to train by occupation and industry; employed and self-employed respondents; percentages and numbers of people in priority groups
5.22	The main messages from this table, if resources for the marketing of learning are restricted, are to target efforts on highlighted groups, thus:
	most intermediate and all unskilled occupations – most specifically craft workers because this is the largest group;
	any sector except business and financial services and ‘other services’.  Manufacturing and Retail & Wholesale may be best because they involve the largest number of people and have relatively low proportions of deadweight.  The public services sector has a large number of people willing to train but this is within a sector which already has a strong propensity to train its workers.


The survey also gives an insight into which individuals may be most suitable for targeting.  Generally, women (70%) are more positive than men (66%).  If the different groups considered in the previous table are examined by age, it can be seen that the ‘deadweight’ group (positive about training but also recently trained) tends to form a larger proportion of younger people, whilst the reverse is true for the negative group.  The priority groups – ‘positively motivated but not recently trained’ and ‘neutral but willing to train if asked’ form a fairly constant middle band across the age spectrum: 

Chart 5.3	Motivation to undertake future training/study by age; all respondents; percentages
5.23	But, because of the different numbers of economically active people in the different age bands, the actual numbers in ‘priority groups’ are as follows:





5.24	The data shows clearly that the largest single age group positive towards training, but not already recently trained, comprises people in their 30s.
Barriers to training







Not able to get time off work	14	4




Do not know enough about the course/training available	7	1
Do not have the qualifications I would need to get on course	7	1
Poor availability of courses locally	7	2
Lack of transport/poor transport	6	2
Too old to train	6	3
Family circumstances (other than children/dependants)	6	2
Poor availability of facilities locally	6	1
Have all the skills/qualifications I need	5	4
Availability or accessibility of childcare	5	1
Don’t know what subject or skill to study or train in	5	2
Too nervous about starting training	4	1
Don’t know where to go to find out about training available	4	*
There are no qualifications needed for my job	4	1
My employer would not encourage me	3	*
Have to look after (other) dependants	2	1
Need to improve my reading, writing or arithmetic first	2	1
Illness/disability	2	1
Do not have the abilities required to study/train	2	*
Family would not be happy for me to spend my time training	2	*
Language problems	1	*
Too young to train	1	*
Tried it and been unsuccessful	1	*
Tried it and didn’t like it	1	*
Tried it and it was too difficult	1	*
People in my family/from my culture or religion do not study	*	
Tried it and it was too easy	*	*
Other 	1	*
Don’t know	*	1
NOTHING IS PREVENTING ME	29	*
Unweighted base	7,611	5,412
Bases: (7,611/5,412)	Multiple responses possible.  	* = Less than 1%
Table 5.2	Barriers to training; all respondents (all barriers) and respondents identifying at least one barrier (main barriers); percentages (in rank order)


Barriers by motivation group







Cost/ cannot afford to	33	38	24	13	30
Not able to get time off work	16	17	13	6	14




Don’t have the qual’s needed to get on course	7	11	7	4	7
Poor availability of courses locally	9	8	4	2	7
Don’t know what is available	6	10	6	4	7
NOTHING IS PREVENTING ME	34	23	25	30	29
Unweighted base	3233	1807	1725	798	7,611
Multiple responses possible.  
Table 5.3	Most frequently mentioned (10) barriers to training by motivation group; all respondents; percentages 


Barriers by age and gender






Cost/ cannot afford to		26		35	44	31	15	30
Not able to get time off work		15		13	18	16	8	14




Don’t have the qual’s needed to get on course		7		8	11	7	4	7
Poor availability of courses locally		6		8	10	7	4	7
Don’t know what is available		6		8	10	7	4	7
NOTHING IS PREVENTING ME		32		25	29	26	34	29
Unweighted base		4207		3404	1583	4326	1700	7609
Multiple responses possible.  
Table 5.4	Most frequently mentioned (10) barriers to training by age and gender; all respondents; percentages 
5.28	As might be expected, women are more likely to perceive barriers than men; and women are significantly more likely to be concerned with cost, and issues related to childcare.  Younger people are also more affected by barriers (having a greater propensity to want to train) and are particularly affected by cost factors.  Contrastingly, people in middle years, and having busy family and employment lives, are most likely to mention lack of time; whilst simple lack of interest in learning rises in later years.
5.29	Within the younger age band, 16/17 year olds are particularly interesting.  These people (who have left school or college and are working) are significantly more likely to report barriers concerning low basic skill and qualification levels, low confidence in their ability to learn and a much higher-than-average (21%) lack of interest in learning.  The survey clearly points to a sub-group in which ‘disaffection’ is a strong issue.


Variations by economic status







Cost/ cannot afford to		28		35		22		53		30	30
Not able to get time off work		18		9		8		3		12	14




Don’t have the qual’s needed to get on course		6		9		5		18		7	7
Poor availability of courses locally		7		6		6		12		11	7
Don’t know what is available		6		8		5		16		6	7
NOTHING IS PREVENTING ME		31		26		38		21		34	29
Unweighted base		4502	1520		937		470		180	7609
Multiple responses possible.  
Table 5.5	Most frequently mentioned (10) barriers to training by economic status; all respondents; percentages 
Factors that promote training/study
5.31	When people were asked what would encourage further training or study, a wide variety of factors, blending career advancement and, less tangibly, personal growth and development, were mentioned.  The broad order of factors were the same but their frequency declined steadily from recent trainees (the ‘deadweight’ group) towards the ‘resistant’ group. It is encouraging, however, that the figure for ‘nothing would encourage me’ whilst high for the ‘resistant’ group is nowhere near so high for the intermediate groups which we have identified as possible priority groups for delivery of training messages:
	Dead-weight	Priority groups 	Resistant	All
		Positive but not trained	Neutral		
If it got me a pay increase		69		65		52		21		59
If required by employer to do training		66		58		54		19		57
If the cost were covered by someone else		71		64		51		19		60
If it allowed me to increase job satisfaction		68		58		39		11		53
If it increased my personal knowledge		75		68		44		16		61
If it gave me personal satisfaction		75		66		48		19		61
If I wanted to change career		62		62		46		17		54
If it helped me towards a promotion		60		52		32		10		47
If training and education were available at home or near home		58		60		37		12		49
If it helped me to hold on to present job		50		42		36		12		41
If it helped my self-esteem or self-confidence		58		51		32		12		46
If I wanted to change employers		50		47		36		12		42
If I were made redundant		45		45		41		18		41
If it would help me to obtain a job		49		47		31		13		41
If it were provided through modern technology such as the Internet or CD-ROM		46		39		22		6		35
If I had good examples of people who had progressed because of training and education		31		28		18		5		25
If I had a personal adviser to guide me 		31		30		20		7		26
If better transport provision were available		18		19		12		4		15
If child care provision were available		16		17		10		3		13
Don’t know what would encourage me		1		1		2		4		2
Nothing would encourage me		2		4		9		48		9
Unweighted base		3234		1806		1726		798		7610
* Multiple responses possible.  
Table 5.6	Factors that would encourage future training by motivation group; all respondents; percentages (in rank order) 
5.32	By age and sex (see next table) some further interesting findings emerged.  Thus:
	Younger people would be encouraged more by most of the factors mentioned – and particularly so if training increased their pay or if training was funded by someone else!
	Older people are clearly less likely to be encouraged by any of the factors mentioned, and for them personal knowledge/
satisfaction gains are the strongest encouragements.
	Women would be particularly motivated by having someone else pay for training, by local accessibility of training, by a personal adviser, and by training which increased their self-esteem.
	Men on the other hand were generally less likely to be encouraged by any of the factors mentioned but were particularly likely to respond to training via new technologies – the Internet or CD-ROM
	Age	Gender	All
	16-29	30-49 yrs	50-RA	Male	F’male	
If it got me a pay increase	74	61	42	59	60		59
If required by employer to do training	65	59	44	54	60		57
If the cost were covered by someone else	72	61	43	57	63		60
If it allowed me to increase job satisfaction	61	55	42	51	56		53
If it increased my personal knowledge	67	62	52	59	62		61
If it gave me personal satisfaction	64	63	54	58	64		61
If I wanted to change career	65	58	33	52	55		54
If it helped me towards a promotion	63	48	27	48	46		47
If training and education were available at home or near home	56	51	38	45	54		49
If it helped me to hold on to present job	46	43	33	41	42		41
If it helped my self-esteem or self-confidence	55	46	36	42	51		46
If I wanted to change employers	49	46	27	42	43		42
If I were made redundant	42	45	33	43	39		41
If it would help me to obtain a job	60	41	22	40	43		41
If it were provided through modern technology such as the Internet or CD-ROM	38	38	26	38	31		35
If I had good examples of people who had progressed because of training and education	35	24	17	23	26		25
If I had a personal adviser to guide me 	31	27	18	23	29		26
If better transport provision were available	26	13	11	13	18		15
If child care provision were available	16	18	1	7	21		13
Don’t know what would encourage me	1	1	3	1	2		2
Nothing would encourage me	3	7	18	9	8		9
Unweighted base	1583	4327	1700	4207	3404		7610
* Multiple responses possible.  
Table 5.7	Factors that would encourage future training, by age and gender; all respondents; percentages (in rank order)
Trends in motivation




Chart 5.4	Motivation to undertake future training; all employed/self-employed respondents; 1994-2000; percentages 
By gender/age and occupation
5.34	Encouragingly too, growth in motivation is strongest in the older age groups.  Whilst these latter groups are still well behind on this measure, some modest convergence is taking place:




5.35	Further analysis also reveals some ‘convergence’ in that ‘other occupations’ – a group of unskilled general workers – shows the strongest growth in positive motivation, albeit from a low base; as do sales staff; and, encouragingly, managers, once a training-resistant group, mainly because of workload, have also shown significant growth in the frequency of positive views on training:

















Net balance = % positive less % negative
Table 5.8	Motivation to undertake future training by TEC/LSC; all employed/self-employed respondents; 1994 and 2000 compared; net balance 




6.1	Information Technology (IT) and Information and Communication Technology (ICT) is now ubiquitous – all sectors of the economy and all sizes of businesses are more or less dependent on computerised operations and communications.  It is inconceivable, even though effective commercial uses of the Internet still remain to be fully defined, that the capability to operate these technologies will shortly not be other than an assumed basic skills for virtually everyone in the workforce.
6.2	Where do workers in the Region stand?  How many currently have access to these technologies? and, particularly, are they being used for learning purposes as the government, via its Learndirect/University for Industry programmes would like?
How many people use IT?
6.3	A first chart simply shows the overall pattern of use of new technology.  It can be seen, when figures for 2000 are compared with 1998, that use is increasing dramatically:
Base (7,611)
Chart 6.1	Percentage of all respondents who use various types of IT (all 	locations)


When use of new technologies [access to a PC either at home, or at work or elsewhere (e.g. at a College) being the main indicator] is examined in more detail it can be seen that a first key distinction concerns employment status, occupation, and sector of employment.  These linked factors clearly generate a division between highly skilled knowledge workers and low skilled ‘routine’ workers.  A second key distinction is age, with those in the later phase of their working lives tending to be less often familiar with the new technology:

	Higher use	Lower use	Other comments
Gender	Male (73%)Female (73%)	-	Overall use is same but males are a little more likely to use PCs at each individual location
Age	16-17 (77%)25-44 (77%)	45-RA (56%)	35-44 most likely to use PCs at home16-17 most likely to use PCs elsewhere
Employment status	Full-time workers (77%)	Unemployed (46%)	The self-employed are the most likely to use computers at home
Occupation	Professionals (96%)Clerical (92%)	Unskilled (44%)Operatives (50%)	
Industry	Business & financial Services (90%)Public Services (80%)	Construction (59%)Primary (63%)Other services (64%)Hotels & Restaurants (64%)	People who work in the Hotels & Restaurants sector are the least likely to use computers at home or at work but the most likely to use them elsewhere
Urban/rural	Urban (73%)Rural (73%)	-	Both equally likely to use overall, but rural residents are a little more likely to use them at home
TEC area of residence	WESTEC (75%)Wiltshire & Swindon (74%)Dorset (74%)	Devon and Cornwall (70%)	By sub-area within TEC areas the pattern is the same. WESTEC sub-areas for example, are most likely ‘to use’ whilst Devon and Cornwall sub-areas are least likely ‘to use’
Highest qualification	Level 5 (96%) Level 4 (91%)	Less than Level 1/no quals (40%)	









6.5	A similar, widely-varying, range of use by various sectors is equally evident:




6.6	And the geographical pattern of use of PCs in the workplace shows that people who travel out of the region to work are more likely to use PCs.  Of course, these people are mainly those in higher order jobs justifying employment which requires significant travel and would be expected to be highly computer-literate.  Otherwise, the pattern simply shows that areas with major business and financial centres (as opposed to manufacturing/
agricultural bases) generate wider PC access in the working environment.
Base (6,990)  
Chart 6.2	Percentage of employed/self-employed respondents using PCs at work by location of employment


The survey also shows that PC use at work is strongly correlated with home use:
	72% of those who use a PC at work also use one at home
	but only 38% of those who don’t use a PC at work use one at home
6.7	One explanatory factor of the link may be income.  Thus, for example, 87% of highly paid professionals also use computers at home.  But only 64% of clerical workers, are as likely to use PCs at work as professional staff, use them at home.
Change in use of PCs since 1998
6.8	Although the overall number of people using PCs has risen by 24% in the last two years, the greatest increase in use has been at home (a 46% increase on the 1998 figure) rather than work (a 6% increase on the 1998 figure).
6.9	Has computer use increased by a greater percentage for some groups?  The following Table looks at the changes in use at home and at work over the last 2 years for various groups.
6.10	In each case, quoted percentages show the level of increase in use of PCs in 2000 over the 1998 number of users:

	Use at home (on average increased by 46%)	Use at work (on average increased by 6%)
Gender	Use by females has increased the most (by 48%) but they are still behind males overall	Use by males increased the most and they are now ahead of females
Age	Use by 25-34 year olds increased the most (by 61%)Use by 18-24 and 35-44 year olds increased the least (by 38%) but they still remain the highest users of PCs at home	Biggest increase was 12% for 45-54 year olds suggesting that older workers may increasingly be drawn into the IT world
Employment status	Part-time users increased most (by 65%), were lowest last year.  Unemployed increased the least (by 7%) and are now the lowest	Use increased most for the self-employed (by 24%) and part-timers (by 23%)Use by full-timers only rose by 5% but they are still quite far ahead of other groups
Occupation	Increased most for sales staff (by 63%) and least for professionals (by 29%) who still remain the most common users	Increased most for personal service and sales staff (by 19%) and least for clerical staff (by 1%) who still remain the highest users.  Unskilled workers remain the least likely to use PCs with a rise of just 3%
TEC/LSC area of residence	Greatest increase was in Somerset (by 55%); least for Gloucestershire (by 31%); see next chart for more detail	Biggest increase by 9% in Devon and Cornwall which was and remains lowest.  No change in Wiltshire which remained in the middle
Table 6.2	Changes in use of PCs, 1998-2000
6.11	Looking at growth of use in PCs in different TEC areas in more detail reveals the following picture:

Base (7,611)  
Chart 6.3	Changes in percentage of home users of PCs by TEC area, 1998-2000
6.12	What is revealed both in Table 6.2 and Chart 6.3 is a pattern of convergence.  Generally while virtually all sectors of the workforce have increased their use of PCs, the faster increases have been in previous low-user groups.  These groups have not yet actually caught up in many cases but are coming closer as ‘high user’ groups approach saturation and the ‘low user’ groups rapidly increase their usage.
How does IT use link with people’s perceptions of their IT skills
6.13	The survey also gives an opportunity to examine whether IT users at work believe their IT skills are adequate.  Basically the following pattern was found:
	10% have very low or basic IT skills
	20% have IT skills which are adequate in most situations outside work
	40% have good IT skills 
	29% have high level IT skills
6.14	The statistics show that 30% of people who use IT at work believe that their skills are only minimal or not strictly speaking at an ‘employable’ level – despite the fact that they are hands-on computer users at work.  Clearly, many of these people will be performing very simple IT tasks which require simple knowledge of limited routines and it is inconceivable that IT is other than a minor adjunct to their job.  The statistic is interesting, however, because it reveals that there is a substantial group of highly peripheral IT users who, almost as much as non-users, may need to develop a more sophisticated capability.
Use of IT for training
Use of ICT for training
6.15	The new ICT technologies, and people’s growing familiarity with and access to those technologies, offer exciting new possibilities for the transmission of skills and knowledge and of information and guidance about the availability of courses.
6.16	Thus, all those who had trained in the last year were firstly asked whether they had used new technology to help them do so.  Overall 48% had used at least one form of new technology as shown in Chart below.
Base (4,001)  
Chart 6.4	Percentage of respondents who trained in the last year using various types of new technology to help them train
6.17	The groups which are more likely than others to have used ICT to train include:





	Residents of the WESTEC area, Wiltshire & Swindon, Gloucestershire and Somerset were more likely to have used ICT (49%).  Residents of Dorset were least likely to use ICT (46%).  Perhaps surprisingly, given the advantage of ICT in reducing geographical disadvantage, no differences were found between those living in urban and rural areas.


Further, all respondents were asked how interested they would be in using ICT to train in the future.
	42%	were very interested or expect to do so
	32% 	were moderately interested
	10%	were not very interested
	13%	were not at all interested
	2%		didn’t know
6.18	These encouraging statistics show that nearly three-quarters of economically-active adults have at least some level of interest in using advanced technologies as a learning medium.
6.19	Of course, for some people lack of interest in using ICT to train may simply be because they are not interested in studying at all.  Of those who claim not to be interested in using ICT to study 41% gave the reason as not being interested in studying at all.  10% don’t have access to computers, 13% can’t use computers and 21% don’t like using computers.  Various other reasons were given such as preferring other methods of study. Resistance to computer learning is, therefore, composed in roughly equal proportions of those who are resistant to learning per se (41% of those not interested in using ICT to train) and of those who are resistant to (or incapable of using ) computers (44% of those not interested in using ICT to train).
6.20	A further analysis shows people with higher level ICT skills are more interested in using ICT to train than those with lower skill levels, although a sizeable proportion (47%) of those with no ICT ability are still at least moderately interested in using ICT to train, indicating that even this group may eventually adapt to ICT-based learning.  Unsurprisingly, interest in using ICT for learning decreases with age; and the survey further suggests that full-time employees are the most interested in ICT for learning, whilst self-employed people are the least interested.
Learndirect




Age	18-24 (22%)	16-17 (7%)Above 35s (around 6%)
Employment status	Part-time workers (19%)Unemployed (18%)	Self-employed (15%)Full-time workers (16%)
Highest qualification	Level 5 (23%)Level 3 & Level 4 (20%)	Level 1 & below (11%)
Occupation	Technical (20%)Clerical (20%)Managers (19%)Professionals (19%)	Sales (13%)Operatives (13%)Craft (13%)
TEC area of residence	Gloucester (18%)	Somerset (15%)
Table 6.3	Patterns of awareness of Learndirect
6.22	Clearly, there is a considerable task to raise awareness of Learndirect (currently on-going) but further analysis, after Learndirect had been briefly explained to respondents, was encouraging:
	23% were very interested
	37% were moderately interested
	16% were not very interested
	18% were not at all interested
	6%	 didn’t have a view or said that their interest would depend on what is on offer
6.23	Analysis also showed that those who had previously heard of Learndirect were more likely to be interested in it (66% against 60%) – suggesting that interest may grow as knowledge grows.
6.24	Moreover, if those who are not interested in training or studying using any method are taken out, the level of interest rises further:
	28% very interested
	43% moderately interested
	13% not very interested
	9% not at all interested
	6% dk/depends what is on offer






7.1	Thus far this report has considered skills and learning issues mainly by reference to standard divisions of the workforce: age, gender, employment status, occupation and so on.  The essence of the report lies in pointing out unevenness in the distribution of attributes and behaviours, in order to consider how and where different policy initiatives might be directed.
7.2	However, a further set of analyses is interesting in that it bears more strongly on the issue of fairness and opportunity.  Thus, these analyses are not simply descriptive of what is happening, with implications mainly for economic efficiency; rather they also raise questions of social equity, that is of whether people’s opportunities and behaviours are constrained by biases in how society treats particular groups and whether the particular problems which these groups face should be met by compensatory assistance.
7.3	Clearly this is difficult and emotive territory and the statistics presented here are intended only to illuminate and highlight differences, not to prescribe or advocate particular policies which might eliminate or reduce them.
7.4	Basically, four contrasts are observed:
	between men and women
	between single parents and the rest of the workforce
	between people with and without disabilities
	and between white and non-white ethnic groups
7.5	In each case, a single table sets out a wide range of indicator data.  Where the difference on the indicator is 2 percentage points or greater, the higher numerical value (not necessarily the ‘advantageous’ value since some indicators have a negative connotation) is highlighted.
7.6	In this way, patterns of difference are noted.  In interpreting these patterns, however, some caution should be observed in that the groups have characteristics other than their primary one – single parents tend to be women more often that men, disabled people are more often older, and non-white ethnic groups have a younger age profile.  In considering differences between groups it is likely that some of them may also be influenced by complex interrelationships of secondary characteristics rather than simply by the primary factor against which the statistic is calculated.  








% aged 50 +	26	21	24
Employment characteristics…			
% in permanent jobs	94	89	92
% in full time jobs	73	47	61
% self-employed 	16	8	12
% unemployed	5	4	5
% in high-skill occupations	39	32	36
% in low-skill occupations	20	12	17
Qualifications…			
% qualified Level 4 or above	32	34	33
% qualified Level 3 or above	55	49	52
% without qualifications	16	14	15
% studying for qualification in last 12 months	46	49	47
% mostly over-qualified for present job	16	19	18
Skills…			
% good/high level ability in numeracy	75	67	72
% good/high level in IT	48	45	46
% with car driving licence	84	74	79
Training…			
% work-related training in last 12 months	46	50	47
% participating in learning in last 12 months	54	60	57
% positively motivated to train	66	69	67
% identifying barrier to training	69	75	71
% receiving advice/guidance in last 3 years		51	58	54
ICT…			
% use PC at home	59	55	57
% use PC at work	53	52	53
% use Internet (any location)	58	54	56
% interested in using ICT to train	75	75	75
Base: all; unless =all employed,  =all employed/self-employed, =all 18 or over
Highlighted boxes emphasise a difference of +2% or more between the highlighted group and the non-highlighted group
Table 7.1	Some key labour market-related indicators; men and women compared; percentages
7.8	Key differences are immediately evident:
	Men are more likely to be in permanent, full-time jobs or self-employment and to have both higher occupational status and lower occupational status – women dominating the ‘middle ground’ in the occupational hierarchy
	Men are more often qualified to the technical level, Level 3, but women are more often qualified to graduate level, Level 4
	Men have (or believe they have) higher levels of numeracy and IT and are more likely to use ICT
	Women are consistently more likely to train, and to be motivated to train, even though they report obstacles to doing so more frequently than do men
7.9	The statistics are open to multiple explanation but they are consistent with some common perceptions:
	That women, in aggregate, have continued to suffer career disadvantage from the breaks that many take to have and look after children – and, therefore, have tended to rise less frequently into higher occupational groups
	Higher education is increasingly attractive to young women and the proportion of women graduates in the workforce is increasing 
	That the decline of opportunities in low-skill occupations is more of a threat to men than women
	That women are becoming more strongly motivated towards, and more likely to achieve in, skills development because economic change favours those service-sector occupations, where training is more likely, in which women have traditionally been the dominant group – opportunity is driving development.
7.10	This picture has good and bad aspects for both men and women:
	Men have the more polarised prospects in that two groups are evident – highly skilled men able to rise in their career paths unhindered by childcare needs; but low skilled men strongly threatened by a changing economic profile
	Women, too, may be polarised – a growing group of younger women using open access to higher education to advance their qualifications and, if they can manage their ‘family’ years successfully, to make career advances; but also a substantial number of women, often older less-qualified ones, who find abundant opportunity for work in relative routine ‘mid-range’ jobs, often on a part-time basis.









% aged 50 +	20	24	24
Employment characteristics…			
% in permanent jobs	91	92	92
% in full time jobs	44	62	61
% self-employed 	9	13	12
% unemployed	10	4	5
% in high-skill occupations	30	36	36
% in low-skill occupations	20	16	17
Qualifications…			
% qualified Level 4 or above	27	34	33
% qualified Level 3 or above	40	53	52
% without qualifications	20	14	15
% studying for qualification in last 12 months	43	48	47
% mostly over-qualified for present job	19	17	18
Skills…			
% good/high level ability in numeracy	59	73	72
% good/high level in IT	38	47	46
% with car driving licence	73	80	79
Training…			
% work-related training in last 12 months	45	48	47
% participating in learning in last 12 months	52	57	57
% positively motivated to train	69	67	67
% identifying barrier to training	82	70	71
% receiving advice/guidance in last 3 years		55	54	54
ICT…			
% use PC at home	48	58	57
% use PC at work	43	53	53
% use Internet (any location)	48	57	56
% interested in using ICT to train	49	75	75
Base: all; unless =all employed,  =all employed/self-employed, =all 18 or over
Highlighted boxes emphasise a difference of +2% or more between the highlighted group and the non-highlighted group
* ‘Single parent’ status was self-defined by respondents; by inference ‘non-single parents’ includes respondents in households comprised of people living along, couples with or without children, and house-sharers
Table 7.2	Some key labour market-related indicators; single parents contrasted with non-single parents; percentages
7.12	Care needs to be exercised in interpreting these statistics on single parenthood because more economically active single parents are female than is the case for the rest of the economically active population, and of course, they tend on average to be younger.  Thus, for example, the fact that more single parents reported that they experience barriers to training is in part explained by the generally higher level of barriers experienced by women as a whole.
7.13	But even recognising the caution that needs to be applied, it appears that single parents differ significantly in a whole range of ways single parents are…
	less likely to be full-time employed or self-employed; more likely to be unemployed
	more likely to be in low skill occupations
	less likely to be well qualified (including at graduate level whereas women, as we noted, were generally more  likely to be qualified at this level)
	notably less confident about some key skills
	less likely to train (contrasted with women in general)
	but more motivated to train than non-single parents, and not less motivated than women in general 
	noticeably less likely to use IT/ICT technologies.
7.14	It seems clear, therefore, that single parenthood is, on average associated with lower achievement and with lower potential (because of lesser qualifications, IT familiarity, car-based mobility, etc) to achieve.
7.15	The relationship is not explanatory in itself.  No doubt some single parenthood arises as a reflection of low economic status and prospects, whilst for others the difficulties of being a single parent generate lower achievement.










% aged 50 +	37	23	24
Employment characteristics…			
% in permanent jobs	86	92	92
% in full time jobs	41	62	61
% self-employed 	17	12	12
% unemployed	18	4	5
% in high-skill occupations	33	36	36
% in low-skill occupations	19	17	17
Qualifications…			
% qualified Level 4 or above	27	34	33
% qualified Level 3 or above	47	53	52
% without qualifications	20	15	15
% studying for qualification in last 12 months	44	48	47
% mostly over-qualified for present job	25	17	18
Skills…			
% good/high level ability in numeracy	66	72	72
% good/high level in IT	41	47	46
% with car driving licence	70	80	79
Training…			
% work-related training in last 12 months	38	48	47
% participating in learning in last 12 months	47	57	57
% positively motivated to train	59	68	67
% identifying barrier to training	81	71	71
% receiving advice/guidance in last 3 years		48	54	54
ICT…			
% use PC at home	51	58	57
% use PC at work	41	53	53
% use Internet (any location)	46	57	56
% interested in using ICT to train	66	75	75
Base: all; unless =all employed,  =all employed/self-employed, =all 18 or over
Highlighted boxes emphasise a difference of +2% or more between the highlighted group and the non-highlighted group
*’People with disability’ comprises those people in survey reporting a long-term health problem or disability affecting the amount or type of paid work they could do
Table 7.3	Some key labour market-related indicators; people with and without disability compared; percentages


It can also be seen very clearly that people with disability (on average, not, of course in all cases) have different characteristics on a range of factors which are relevant to competitiveness in the labour market.  Some of these are undoubtedly interlinked with their higher age profile, but nonetheless reveal the group as likely to have a series of disadvantages when it comes to seeking work and career development.  Thus, people with disability are…
	Less likely to have higher qualifications and key skills;
	Less likely to have trained or studied recently;
	More likely to identify barriers to development;
	Less likely to use IT/ICT systems;
	And so on.
7.17	One evident consequence is that people with disability are less likely to be in permanent or full-time jobs, but rather to be self-employed (perhaps because of lack of employment opportunity) or unemployed.









% aged 50 +	14	24	24
Employment characteristics…			
% in permanent jobs	89	92	92
% in full time jobs	50	61	61
% self-employed 	15	12	12
% unemployed	12	5	5
% in high-skill occupations	32	36	36
% in low-skill occupations	17	15	17
Qualifications…			
% qualified Level 4 or above	34	33	33
% qualified Level 3 or above	45	52	52
% without qualifications	24	15	15
% studying for qualification in last 12 months	46	47	47
% mostly over-qualified for present job	24	17	18
Skills…			
% good/high level ability in numeracy	62	72	72
% good/high level in IT	39	47	46
% with car driving licence	69	79	79
Training…			
% work-related training in last 12 months	40	47	47
% participating in learning in last 12 months	48	57	57
% positively motivated to train	62	67	67
% identifying barrier to training	70	71	71
% receiving advice/guidance in last 3 years		38	54	54
ICT…			
% use PC at home	47	57	57
% use PC at work	34	53	53
% use Internet (any location)	46	56	56
% interested in using ICT to train	71	75	75
Base: all; unless =all employed,  =all employed/self-employed, =all 18 or over
Highlighted boxes emphasise a difference of +2% or more between the highlighted group and the non-highlighted group
Table 7.4	Some key labour market-related indicators; white and non-white ethnic minority groups compared; percentages
7.19	Economically active people with an ethnic minority background, like people with disability, are more likely to be male than female, but unlike people with disability are more likely to have a younger age profile than the majority.


Despite this ‘age reversal’, however, ethnic minority respondents reported a very similar pattern of disadvantage or underachievement:
	Lower rates of job security and full-time employment;
	A higher unemployment rate;
	More people without any qualification (but an equal proportion of people with graduate-level qualifications);
	Lower participation in training and development;
	Lower use of IT/ICT.
7.20	In each of the particular groups we have looked at so far there is undoubtedly considerable variety – between older single parents who are in that circumstance because of divorce or widowhood and younger single parents who have never been married, between people with severe and less severe disabilities, and so on.  In the ethnic minority case, of course, there is the potential for diversity between ‘ethnic minorities’ according to particular ethnic groups, which may in some cases reveal that variation between those groups is at least as great as that between ‘ethnic minorities’ as a whole and the white population.
7.21	Data on these differences between different ethnic minority groups is difficult to interpret, because of different age and gender structures in the different populations, and because the sub-samples (within a total ethnic minority sample of 325 cases) are necessarily quite small.  Indeed only three groups, Black Caribbean (71 cases), Indian (73 cases) and Bangladeshi (48 cases), had a level of representation in the survey which could even be considered as having anything more than anecdotal value; and even in these cases error margins on statistics (of ± 10% or more) call for great caution in interpretation.  With that caveat, however, a few comparisons are made, principally to illustrate the point that, if ethnic minorities are made the subject of particular policy initiatives, then it is likely that those initiatives need to vary in their character and focus if they are to be efficient.
7.22	Thus, for example, the data suggests that:
	Indian (21%) and Bangladeshi (23%) groups are more likely to be self-employed than Black Caribbeans (14%);
	Black Caribbeans are more likely to be unemployed (18%) than Indians (4%) or Bangladeshi (2%);
	Indians (49%) are more likely than Bangladeshis (33%) and Black Caribbeans (24%) to be in highly skilled occupations;
	Black Caribbeans have a lower proportion (28%) of people with technical (Level 3) qualifications than do Indians (51%) but a higher level than Bangladeshis (23%).  The same relationships are true for Level 4 qualifications;
	Similarly, Indians (48%) are more likely than Black Caribbeans (28%) and Bangladeshis (15%) to have a good or high level of IT skills;
	Black Caribbeans are marginally less positive about future learning (49%) than Bangladeshis (51%) but markedly less positive than Indians (65%);
	But Black Caribbeans (31%) are only slightly less likely than Indians (33%) to have undertaken work-related training in the last year, and are more likely than Bangladeshis (20%) to have done so.
7.23	Overall, perhaps, the data suggests that patterns of labour market success vary significantly, with the Indian group clearly performing well, and Black Caribbean and Bangladeshi groups performing less well.  There is also a suggestion that, for the Bangladeshi group, a tradition of self-employment compensates for lack of employment opportunity, whereas Black Caribbean people are more often unemployed.
Summary
7.24	Generally, therefore, we would suggest that two key points are evident from survey data:
	Firstly, the data reveals, on average, under-performance and under-achievement by groups which are characterised as ‘disadvantaged’.  Some of this may be linked in with other characteristics of the groups, particularly their age and gender profiles, but is generally of sufficient magnitude to suggest that additional difference arises from the primary characteristics (disability, or single parenthood, or membership of an ethnic minority group);
	But, secondly, we can infer (or in the case of ethnic minority respondents bring forward supportive data) that within the groups, a wide variety of circumstance, ability, and attitudes are likely.
7.25	In looking to maximise labour and skills supply in the region by increasing the ability of sometimes marginalised groups to compete to their full potential in the labour market, it is clear both that support and encouragement is necessary.  It is probable, however, that such support requires to be targeted not at ‘the groups’ in their entireties but at those sub-groups and individuals which both need support and can benefit from it.
8.0	Discussion

Many positive development features
8.1	The study reported here has clearly shown a number of positive features of the South West region’s learning and employment patterns.  Qualification stocks continue to develop to higher levels, and the proportion of people without qualifications, or with only very low level ones, is declining.  It is also clear why this should occur – many people in the workforce take part in training and study and labour market entrants are more likely to be formally qualified than those who leave the workforce on retirement.  It is possible too, though the survey brings no direct evidence to bear, that in-migration to the South West either from the congested South East or from other, less prosperous regions of the UK brings additional net skills and qualifications.
8.2	It is also evident that people are aware of the need to develop their skills – there is a steady upward trend in the proportion of those viewing training in a positive light and many people say they want to improve particular vocational skills, particularly in the important area of Information Technology.  More people are now confident of their ‘key skills’, the basic foundation of employability and further learning.  Access to and use of a range of information technologies (personal computers, CD-Rom, Internet and so on) is growing fast.  This is important as the capacity of these systems to deliver training materials and information, is, concomitantly, expanding rapidly.  No-one yet knows the full potential of these new developments in the learning infrastructure but that potential may prove to be enormous.
8.3	When employment patterns were examined, it was shown that much employment remains stable.  Relatively few people change jobs frequently and those who do are usually younger people not yet settled into a career.  Whilst there is evidently truth in the proposition that many ‘jobs for life’ have disappeared, that is not yet to say that the world of work is one of permanent turmoil.  There is still evidently space for most  people to develop and establish career paths without damaging disruptions, and, hence to develop and use skill sets which are not subsequently wasted as new, different career directions are demanded by economic change.
8.4	Yet within this generally benign overview, the study raises many questions.
Skill shortages persist and grow
8.5	The first and most critical of these is raised by the observation that qualification levels are high – broadly, the survey suggests that the government’s Adult Learning Targets have been met in the region – and are rising.  But on the other hand, when employers  are questioned in surveys, across the UK but also here in the South West region, they report extensive problems of skills and labour shortage.
8.6	It is an evident conclusion that the upward movement and existence of high qualification stocks is not in itself sufficient to meet local and regional skill needs.  Why might this be the case?
Career choices don’t match the skills the economy needs
8.7	One fundamental answer lies in the UK’s cultural and psychological shift from being a manufacturing economy into one which is increasingly services-dominated.  This has clearly swung young people’s (and older one’s) education and career choices away from manual/technical skills towards ‘softer’ skills.  Craft training and HNC/HND/Degrees in production subjects are increasingly minority choices compared with business studies, IT-related subjects, professions, media-related, and so on.  And the requirements for entry to the former have declined correspondingly as the brightest pursue what seem to be rosier prospects in the service sectors.  It is no surprise, therefore, that some of the most frequently observed skilled shortages – virtually endemic ones in the UK – are for craftsmen and technical staff in engineering and construction as well as for professional engineers in the mechanical, electrical and civil engineering sectors.  Once, lack of opportunity in higher education would have obliged many bright minds to work at intermediate levels in manufacturing and production.  Ironically, the expansion of higher education enables many of those people to pursue opportunities in other areas to the detriment of the national skills base in production industries.
8.8	It is perhaps in recognition of this effect that the Secretary of State for Education and Employment has announced that money will be made available to introduce directly vocational training into schools in craft areas such as carpentry and plumbing (though prompting one ‘Times’ letter-writer to ask what good plumber would work for a teacher’s salary!)
8.9	Beyond this obvious problem of the cultural valuation which is now given to production in young people’s minds, the study implies that there may be more subtle but more widespread problems of lack of fit between the volumes of people preparing for employment of different types and the actual balance of job types available in the economy.  Thus, the survey reveals that around a quarter of employed people, and, unsurprisingly, many more unemployed people, feel that their qualifications are wrong for what they are doing or want to do.  It was evident that significant numbers of well-qualified people were doing relatively menial jobs in service sectors.  There are many possible factors leading to this circumstance – well-qualified women returning to work and taking part-time routine work simply to boost family income, older workers with skills which have not kept pace with technological change, and so on.  But there may be a more general issue that the market for skills development is imperfect; with the main source of imperfection being that the choices of education that people take are personally-driven (by interest and the sense that certain occupations are ‘right’ for the individual) without sufficient reference to the levels and types of opportunity which exists.
8.10	On the one hand, therefore, the market has worked to a degree – people have responded to the evident shift towards service sector occupations.  But, on the other hand, it may have worked to an imperfect degree – leaving production sectors short of talented entrants and, within the general rise of service sector jobs, failing to match expectations with sufficient precision to the real pattern of opportunities which is available.
8.11	If there is a general issue concerning the overall balance between skill supply and demand, there are other more specific issues subsumed below that.
8.12	Thus, we would hope to see ‘mechanisms’ coming into play to allow adjustments between supply of and demand for skills in order to compensate for failures of fit and to adapt the workforce to changing demands. But do these mechanisms work?
Key skills are not always in place to allow individuals to adjust to economic demand  
8.13	One of these ‘mechanisms’ is to ensure that everyone at least has the foundation for adaptation, hence, the recent educational focus on key skills – the need to ensure that school leavers have at least the basis for employability and, thereafter, for taking part in further learning and development.  Only if these skills are in place can we expect to adjust people’s skill sets in the ways which a changing economy requires.  Improvement may be happening, but it seems a slow process.  National statistics suggest that young people’s key skills are improving following changes to the national curriculum to emphasise literacy, numeracy and IT capabilities; but employers are, as yet, ambivalent as to results.  The survey itself did not include students in full-time education post-16.  Clearly these people would be expected to have the foundations for learning in place.  But the survey did interview a small sub-set of young people who had gone directly into the workforce at 16 – and this group was markedly less confident of their key skills than older people, as well as less formally qualified.  And amongst the older workforce, even though confidence in key skills is increasing, there are still significant numbers (half the workforce in respect of IT and a quarter in respect of numeracy) who believe that their key skills are not at a sufficient level to be useable in employment.  Key skill deficiencies, interlocked with absence of significant qualifications, leave a very significant proportion of the workforce employable only in low-skill occupations, or, increasingly, not at all.
Training is too often reactive rather than strategic
8.14	In respect of another key factor, participation in vocational training amongst the workforce, the key medium by which skills gaps and skills shortages are mainly countered (given that ‘labour market replacement’, the process by which people, mostly older ones, leaving the labour market are replaced by young entrants, is a slow one), the survey makes some broad observations:
	The proportion of people undergoing training has not risen in the second half of the 1990s (as is broadly true at national level);
	Most training remains employer-funded rather than self-funded;
	Training patterns – who trains and who doesn’t – remain very stable according to age, occupation, and sector of employment;
	Most training is not aimed at qualifications.
8.15	In short, the survey confirms and builds on evidence from employer surveys, that neither employers nor individuals (except, of course, in minorities of ‘best practice’ cases in both groups) have fully grasped the nettle which is implicit in the government’s ‘learning society’ messages; that is, that problems of skill supply will only approach a solution when there is a wider willingness by business and individuals to take a strategic view of ‘learning’.  Clearly, with a static volume of training, with most training being driven by employers, and with the greater proportion comprising brief episodes undirected at qualifications, the household survey confirms what employers also reveal – that training is often an ‘instrumental’ response to events rather than part of a structured preparation for the future.  Thus, at present, many businesses (particularly smaller ones of course) and individuals muddle through, reacting as best they can to business and career events rather than preparing for them by thoughtful approaches to skills development.
8.16	And in both cases the key obstacles are seen primarily as ‘costs’ and ‘lack of time’ – essentially reflecting a ‘non-strategic’ perspective which frequently places other priorities for budgets and time above the priority awarded to skills development.  In short, failure of supply of skills is a reflection of failure of demand for training and education.
Businesses and individuals fail to take full responsibility for training
8.17	The observation above on the long-term stability of training patterns also raises a particular issue, especially in respect of sectoral analysis, as to whether these patterns are ‘appropriate’ – or whether they contain a message of selective failure.  For example, it remains the case that people employed in the construction sector are much less likely to train than in, say, the business and financial services sector.  We can see why this might be – high proportions of self-employed craftsmen (self-employment generally being associated with low rates of participation in training), relatively slow changes in technology (no-one yet has found a replacement for laying bricks by hand), and a relatively vicious business cycle for construction activity which may reduce the incentive to invest in skills development.  But is there a wider market failure such that firms in construction (or, of course, in any other sector where skill supply problems are acute) fail to train staff to an optimal level but rather expect others (either other firms or the CITB or government programmes or individuals ) to take responsibility?
8.18	The key question is why do business sectors which continually report skill problems (and report that those problems inhibit growth, efficiency, quality, and profitability) not make the long-tern investments which would reduce them?  There is clearly a failure of collective will and a key issue for the British economy is one of how such failure can be counteracted.
8.19	At the individual level a corresponding failure occurs – positive motivations towards training are widespread but self-funded participation in training is much lower.  Broadly, most people train when their employer trains them; and they report that a key motivating factor in persuading them to train is if someone else pays for it (or at least that it leads to a compensatory pay rise).  Again, therefore, there is a parallel unwillingness to invest (not in all cases, of course, since around 1 in 6 training episodes are self-funded) but in many.
8.20	It is evident that further attitudinal change is required before self-investment in skills development becomes widespread and a ‘learning society’ emerges.
A key need: increasing the volume of training which is directed to real skill needs in the economy
8.21	Where then do these broad reflections on survey outcomes take us?
8.22	They point inevitably to the conclusion that simple ‘Target-driven’ strategies are not enough.  Relying on increases in the volume of unspecified qualification stocks in the workforce will not deliver the skills the economy needs.
8.23	The key requirement is not just that these overall qualification stocks grow, but that stocks of skills, albeit often validated by qualifications, also grow, and, essentially, in patterns which match economic need.


This requirement points strongly toward policies to bring focus as well as volume to skills supply processes:
	Increasing the accuracy with which skill needs are predicted at local and regional level.  Inevitably this involves not just ‘strategic’ prediction but the involvement of employers in developing a detailed picture of where local economies are going in employment and skill terms 
	Analysing this information to make it digestible by individuals, and building informed guidance services which can use it to mediate individual choices as to training and career development
	Encouraging employer participation in partnerships, not only, as above, so that they can inform training providers as to their needs, but also to encourage the growth of a collective responsibility for skills development within particular sectors and local areas
	Further encouraging individuals to take responsibility for learning – but in areas which are likely to bring them a real pay-off in career terms.  Clearly too, wide access to IT/ICT systems will play an important part in breaking down barriers to learning for many people as the potential of these systems is more effectively harnessed and marketed.
	Demonstrating clearly the benefits of specific learning activities especially for those individuals who are otherwise less likely to participate in learning.


Annex 1: 	Notes on study method

Selection of sample
1.	The regional sample size was determined as the sum of the TEC area samples which the individual TECs in the sponsoring consortium wished to fund.  These were:



























3.	In order to obtain responses in these numbers, 760 sampling points (Census Enumeration District of EDs) were selected and 10 interviews were obtained at each point.  The sampling points were chosen randomly (by Business Geographics Ltd) but in a manner such that the selection proportionally reflected the structure of all EDs in each area according to the MOSAIC  system (which uses socio-economic census characteristics to classify EDs).
4.	Interviewers then used a household selection method such that every fourth household within the address list for the ED was targeted [replacing that household with adjacent one(s) if that household was unavailable or inappropriate (because it had no economically active adult between 16 and retirement age)].  Interviewers also applied a quota by gender and economic status (employed full-time, employed part-time, self-employed, unemployed, on training scheme) to the 10 respondents interviewed at each sampling point.  Quotas were set according to the Census structure of gender/employment status applying to the individual ED.
5.	Only one qualifying individual per household was interviewed (to avoid within-household clustering of responses).
6.	Interviews were predominately undertaken at weekends and evenings (to avoid bias in favour of occupational groups – shiftworkers – who would have been over-represented if weekday interview were prevalent).
7.	In addition to the main survey sample, a further 200 responses from economically active ethnic minority respondents were obtained on-street in various South West locations (urban centres including Bristol, Plymouth, Gloucester and Bournemouth).  These responses were added to the 100 ethnic minority responses obtained in the ‘natural’ course of the main survey in order to gain a total ethnic minority sub-sample (of 300 cases) sufficient in size to allow a reasonably robust comparative analysis between ethnic minorities and the wider regional sample as a whole.  These on-street cases were not obtained to quota but rather under a general instruction to interviewers to obtain variety in age and gender.
Survey Out-turn
8.	The sample distributions that were achieved (by age and sex, employment status, and occupational group) are reasonably close to the distribution of these characteristics in the population (LFS data).  (Tables below.)
Age Group	Male	Female








Source:  LFS average Spring 1999 and Spring 2000
Table A1.1	Age group of economically active people in South West Region; Labour Force Survey and 2000 sample compared; percentages

Employment status	Male	Female
	LFS	2000  out-turn	LFS	2000  out-turn
In full-time employment	71	72	46	43





Source:  LFS average Spring 1999 and Spring 2000
















Source: LFS average Spring 1999 and Spring 2000
Table A1.3	Occupational status of employed residents in South West Region; Labour Force Survey and 2000 sample compared; percentages
Weighting
9.	In order to enable sample proportions to match proportions in the population, combined weights based on age, sex, employment status and occupation were applied to the ’raw’ data.
10.	Unlike previous surveys, the sample was weighted using Labour Force Survey (LFS) data instead of the 1991 Population Census.  Whilst the Census undoubtedly offers more reliable data, it was felt that at 10 years old, it would not accurately portray the current socio-economic profile of the region and its constituent areas.  This is particularly the case with respect to occupation and economic status, as the last decade has seen dramatic changes in work organisation and the nature of occupations.  Weighting survey data against an outdated occupation profile, for example, would tend to deflate the importance of higher skilled occupations and may therefore underestimate Adult Learning Target positions.
11.	To improve the reliability of the Labour Force Survey data, an average was taken between two quarters – Spring 1999 and Spring 2000.
12.	The weights applied were small and the process did not make a significant difference to many analyses.
13.	However, changes in weighting procedures may have had particular effects on the measurement of Adult Learning Target positions.  The effect of changing the weighting process form that used in three previous surveys (1994, 1996, 1998) – i.e. from 1991 Census-based weighting to recent LFS weighting – effectively brings the cumulative impacts of changes in workforce structure over a decade into the 2000 survey in one step.  In addition gender-specific occupational structure was applied for the first time in weighting the 2000 survey, and a more detailed question on apprenticeship specifically mentioning Modern Apprenticeship for the first time was asked in 2000.  It is estimated that these factors in combination may have added around 3% to 2000 Adult Learning Target estimates over and above the ‘natural’ level of change.
14.	Ethnic minority responses for specific comparative analysis with the wider South West economically active population were weighted using Census 1991 data (the only data available) in order to adjust the age, gender, occupations and ethnic minority sub-group structure of the sample into line with that of the ethnic minority population of the South West region as a whole.  The difference in weighting procedures may have introduced a minor (unavoidable) imprecision into comparisons but it is unlikely that this is sufficient in scale to affect the basic conclusions drawn.
15.	The error margin attaching to estimates from random samples of around 7,600 cases is about ±1.1 (95% confidence).  Since the survey was not a true random sample (cluster method used), no true error margin can be computed, but it may be assumed for working purposes that a ‘worst case’ error margin of this size applies.
Rural and urban differences
16.	Local survey reports (for individual TECs) undertake some comparative analyses between urban and rural areas.  For these analyses Enumeration Districts (from which groups of 10 interviews were drawn) were classified as rural if their household density was less than 2.8 households per hectare (ONS definition) and as urban otherwise.
Questionnaires and Interviews
17.	Interviews were undertaken by properly identified professional interviewers, operating to the Code of Practice of the Market Research Society.
18.	All interviews were undertaken at the place of residence of the respondent.
19.	Respondents were left a survey explanation letter in case of queries.
20.	Interviewers were briefed in person prior to the survey and followed a standard questionnaire (Annex 3), approved by the survey sponsors before interviewing began.
Data Processing
21.	Non-precoded survey responses (residence, job location, Standard Occupational Classification) were coded by trained staff.
22.	Data were keyed to diskette and verified.
23.	The Statistical Package for the Social Sciences (SPSS) was used to produce tabulations of data.


24.	To compute NVQ equivalents, qualifications were attributed according to the procedure used by the Labour Force Survey:

NVQ Level 5	1	Higher Degree
		
NVQ Level 4	2	First Degree
	3	Other degree level qualification
	4	Diploma in Higher Education
	5	HNC, HND, higher BTEC or SCOTVEC
	6	Teaching qualification
	7	Nursing qualification
	8	Other Higher Education below degree level
	18	RSA Higher Diploma/Advanced Certificate
		
NVQ Level 3	9	ONC/OND, BTEC or SCOTVEC National Certificate
	10	City & Guilds advanced craft
	13	A-levels (those with two or more)
	14	Scottish Certificate of 6th Year Studies (Scottish CSYS) (67%)
	14	A/S levels (four or more) 
		Certificate of 6th Years Studies (CSYS) (67%)
	19	RSA Advanced Diploma
	22	Completion certificate from an Access to Higher Education Course
	24	GNVQ Advanced
	28	Other professional/vocational qualifications (10%)
		Trade Apprenticeships (50%)
		
NVQ Level 2	11	City & Guilds craft
	13	A-level (those with one)
	14	Scottish Certificate of 6th Year Studies (Scottish CSYS) (33%)
	14	A/S levels (two or three)
		Certificate of 6th Year Studies (CSYS) (33%)
	15	BTEC or SCOTVEC First or general diploma
	16	O-level/GCSE grades A-C (SCE Standard/Ordinary grades 1-3 / CSE grade 1 (five or more)
	16	O-level/GCSE grades A-C (SCE Standard/Ordinary grades 1-3 / CSE grade 1 (five or more)
	20	RSA Diploma
	15	BTEC or SCOTVEC First or general certificate
	25	GNVQ Intermediate









NVQ Level 1	12	City & Guilds other
	14	A/S level (one)
	16	O-level/GCSE grades A-C (SCE Standard/Ordinary grades 1-3 / CSE grade 1 (less than five)
	17	CSE, GCSE, SCE (less than five grade A-C or equivalent)
	21	YT Certificate
	26	GNVQ Foundation
	28	Other professional/vocational qualifications (55%)

25.	Analysis was undertaken in the light of a number of documents, as follows (alphabetically):
‘Labour Market & Skill Trends 2000’. (DfEE 2000, SEN 373)
‘Regional Trends 34 (1999 edition)’.  The Stationery Office.  
‘Skills for all: Proposals for a National Skills Agenda.  Final Report of the National Skills Task Force’ (DfEE 2000, SKT728)
‘Skills for all: Research Report from the National Skills Task Force’ (DfEE 2000, 141STFRP)
‘Social Trends 30 (2000 edition)’.  The Stationery Office.  




Annex 2: 	Revisions to the Standard Occupational 			Classification 

1.	The Standard Occupational Classification was first introduced by the Office for National Statistics in 1990 to provide a systematic and consistent way to group and analyse occupational data collected by government surveys.  
2.	The review of the Standard Occupational Classification began in 1996 and was completed towards the end of the decade, with the publication of SOC2000.  The need for the review was twofold:
	technological and organisational changes have changed the types of jobs that people perform, 
	the UK’s system of classification had to be made consistent with both the EU occupational classification system (used by Eurostat) and the national system of coding social class. 
3.	To ensure comparability with previous surveys, this report presents occupational information using the old classification (SOC90).  However, for reference, some key survey results are presented later in this Annex using the new system.  These data are preceded by a brief description of the changes that have occurred to the classification and a short discussion on how these differences may affect the survey results.  
4.	The broad structure of the classification system has remained largely unchanged, retaining the nine major occupational groups and a series of more detailed sub-levels.  The main modifications involve movement of occupations within the system (to reflect increasing or decreasing levels of skill), and the introduction of new occupations previously not included.  The nine, new major groups are compared below with their SOC90 counterparts:

SOC major group	SOC2000	SOC90
1	Managers and Senior Officials	Managers and Administrators
2	Professional Occupations	Professional Occupations
3	Associate Professional and Technical Occupations	Associate Professional and Technical Occupations
4	Administrative and Secretarial Occupations	Clerical and Secretarial Occupations
5	Skilled Trades Occupations	Craft and Related Occupations
6	Personal Service Occupations	Personal and Protective Service Occupations
7	Sales and Customer Service Occupations	Sales Occupations
8	Process, Plant and Machine Operatives	Plant and Machine Operatives
9	Elementary Occupations	Other Occupations

5.	Since this report presents survey data at the SOC major level, the reclassification has only minor effects on the results.  Only those cases that involve movement from one broad occupational group to another will have any effect on the findings.  The most significant changes involve repositioning certain occupations into higher levels than before, to reflect increases in the skills needed by particular occupations:
	software developers and programmers move from associate professional and technical occupations to professional occupations;
	brokers are reclassified to associate professional and technical occupations from sales occupations;
	a range of emergency and armed forces personnel move from personal and protective services to associate professional and technical occupations; 
	skilled farm workers move from ‘other’ occupations to skilled trades.  
6.	A change in emphasis within the managerial classification has resulted in farmers and some administrators moving from SOC major group one, to skilled trades (major group 5) and administrators & secretarial occupations (major group 4).  
Effect of reclassification on survey findings
7.	The ONS has used SOC2000 to reclassify the results of the 1991 Census and the Winter 1996/7 quarter of the Labour Force Survey for male employment in England and Wales.  Both exercises indicate that the new system produces: 
	higher estimates for professional occupations; associate professional and technical occupations; process, plant and machine operatives and elementary occupations;
	lower estimates for managers and senior officials, administrative and secretarial occupations, personal service occupations (as most protective services are taken out) and sales and customer service occupations; 
	the effect on skilled trades is inconclusive.
8.	A similar exercise using the regional survey data reveals very similar results.
9.	More specifically, applying the revised SOC2000 results in falls in the proportions of professionals, associate professionals, personal services, and sales staff, qualified to Adult Learning Target 1.  There are rises in proportions of qualified administrative, clerical & secretarial staff, and staff in ‘other’ elementary occupations qualified to Level 3 or above (chart overleaf):  





10.	Applying the revised SOC2000 results in increases in the proportions of administrative, clerical & secretarial staff and skilled craft trades who are qualified to Adult Learning Target 2.  (Chart below.)  However, there are falls in the proportions of managers, professionals, associate professionals and sales staff  qualified to Level 4 or above.  

Chart A2.2	Adult Learning Target 2, by occupation; SOC90 and SOC2000 compared; all employed respondents aged 18 or over; percentages








1.   Managers	50	51
2.   Professionals	70	72
3.   Assoc. Profs. & Technical	68	64
4.   Admin./Clerical & Secretarial	53	53
5.   Skilled Trades/Craft	32	33
6.   Personal Services/Protective	57	60
7.   Sales	40	41
8.   Operatives	31	32
9.   Elementary/Other	25	28
Table A2.1 	Participation in training, by occupation; SOC90 and SOC2000 compared; all employed and self-employed respondents; percentages
12.	The Table above shows that the new system of occupational classification:
	has little or no effect (no more than one percentage point difference) on the proportions of managers, administrative, clerical and secretarial, skilled craft trades, and sales staff taking part in work-related training;
	however, it results in increases in the proportions of professionals, personal service, and ‘other’ elementary occupations taking part in work-related training;
	it results in decreases in the proportions of associate professionals taking part in work-related training.  

 




Prism Research Ltd, Pemberton House, Stafford Court, Telford, TF3 3BD

IN CONFIDENCE			WRITE IN SAMPLING POINT NO.!  

South West Training and Enterprise Councils







Date of interview: .......................................2000  Time of interview:...........................a.m./p.m.

INTRODUCTION: explain purpose of survey; check man is aged 16-64, woman is aged 16-59

ALL
Q1	Could I ask first, during the week which ended last Sunday, were you mainly ......SHOWCARD A; circle one only
In full-time paid work (31 hours per week or more) as an employee?	1	
In part-time paid work, working between 16 and 30 hours per week as an employee?	2	
In part-time paid work working fewer than 16 hours per week	3	
Doing paid work on a self-employed basis or within your own business?	4		
Temporarily away from a paid job or business? (e.g. on holiday or off work because of a short illness)	5	
Unemployed and claiming Job Seekers Allowance	6		
Unemployed and seeking work but not claiming Job Seekers Allowance	7	
On a training programme such as Youth Training/Skill Plus/Training for Work/adult training	8	
Doing unpaid work for your own or a relative’s business?	9	

IF NONE OF THESE, END INTERVIEW
EMPLOYED/SELF-EMPLOYED ONLY (1-5 AT Q1)
Q2	What is the nature of your (main) job or self-employment?				ouo
	(a)	ENTER JOB TITLE ......................................................................................
	(b)	What do you mainly do in your job?  Probe fully .......................................................
		...................................................................................................................................
	(c)	What does the business or organisation do?  Probe for Manufacturing, Retail, 	Wholesale, Service etc. and products/services.  Please make sure you ask 	what 	they manufacture or retail or wholesale					ouo
		.........................................................................................................................
Q3	Where is your employment or self-employment based?				      ouo
	(a)	Write in: City/Town/Village ...............................................................………..
OR	(b)	If works from home Tick this box
OR	(c)	If travels Write location of Base Office .............................................................

Q4	How long does it normally take you to get from home to your place of work?  Circle one; one way journey only









Don’t travel/work at or from home	9
Place of work varies	10
Don’t know	11

EMPLOYED ONLY (CODES 1, 2, 3 AND 5 AT Q1); SELF-EMPLOYED (CODE 4 AT Q1) GO TO Q12
Q5	Is your (main) job ………?  SHOWCARD B; circle one  

Permanent	1	
On a fixed-term contract	2	
On a zero or variable hours contract	3	
Casual or seasonal	4	
Temping through an agency	5	
Other (Write in) ………………………………………………………………………………………………….	6	

Q6	How many years have you been in your present job with your present employer?  Circle one












Q7	What were you doing before that?  SHOWCARD C; circle one

In different job with same employer	1
In same job with different employer	2
In different job with different employer	3
Self-employed	4
Unemployed	5
Looking after home or family or caring for someone else	6
At school, college or university	7
Was suffering long-term illness or disability	8
Other (write in) ……………………………………………………………………..	9

Q8	How many different employers have you had in the last 5 years?  Circle one











UNEMPLOYED (CODES 6 AND 7 AT Q1)
Q9	How long have you been unemployed for?  Circle one

4 weeks or less	1	
5 weeks to 6 months	2	
7 months to 12 months	3	Q10
13 months to 2 years	4	
3 years to 5 years	5	
6 years to 10 years	6	
More than 10 years	7	Q11
Don’t know/refused	8	













Q11	What were you mainly doing before you became unemployed?  SHOWCARD D; circle one

Employed full-time (31 hours or more per week)	1	
Employed part-time (30 or fewer hours per week)	2	
Self-employed	3	
Looking after home or family or caring for someone else	4	
At school or college or university	5	
Was suffering long-term illness or disability	6	
Other (Write in) ………………………………………………….………………………………………………………………………	7	

ALL
Q12	Now could I now ask about some particular abilities which are important in many work situations?  SHOWCARD E.  For each of these, how would you assess your current level of ability?  Circle one for each

	No ability at all	Very low or basic	Adequate in most situations outside work	Good level - use or could use in many work situations	High level - use or could use at a specialist level in work situation	Don’t know























































Problem-solving - ability to think your way through a difficult work problem and come to the right solution	1	2	3	4	5	6




Q13	Could I also ask you about a wider range of skills or attributes.  Which of these skills or attributes do you feel you currently possess at a sufficiently high level to help you perform a current job or a job you might do in the future?  SHOWCARD F; circle all mentions in Col A
ALL EXCEPT CODES 8 AND 9 AT Q1 CONTINUE HERE; CODES 8 AND 9 SKIP TO Q15





















Q15	Turning to your qualifications - do you have .....? Circle one

Any qualification from school or college, or other education, or any qualification connected with work or with work that you might do in future?	
1	
	Q16





IF HAS QUALS OR MAY HAVE QUALS
Q16	Which qualifications do (you think) you have?  Prompt using Showcard G.  Circle for all qualifications held. 
Higher degree	01
First degree	02
Other degree level qualification such as graduate membership of professional institute	
03
Diploma in Higher Education	04
HNC/HND, Higher level of BTEC, BEC 	05
Teaching qualification	06
Nursing or other medical qualification not yet mentioned	07
Other Higher Education qualifications below degree level	08
ONC/OND, National or General level of BTEC, BEC 	09
City & Guilds - Advanced craft	10
City & Guilds - Craft	11
City & Guilds - Other	12
A-level or equivalent	13
A/S level/Certificate for 6th Year Studies (CSYS) or equivalent	14
First level of BTEC, BEC 	15
O-level/GCSE grades A-C/CSE grade 1 or equivalent	16
CSE, GCSE below these grades	17
RSA Higher Diploma/Advanced Certificate	18
RSA - Advanced Diploma	19
RSA - Diploma	20
YT Certificate	21






Open college Network (OCN) credits	27






Q17	And are you doing or have you ever completed, a recognised trade apprenticeship, a Modern Apprenticeship or a National Traineeship? Circle all that apply; prompt to separate ‘completed’ from ‘still doing’ as necessary

Recognised trade apprenticeship - completed	1
Recognised trade apprenticeship – still doing	1
Modern Apprenticeship – completed	1
Modern Apprenticeship – still doing	1
National Traineeship – completed	1
National Traineeship – still doing	1
No (including apprenticeships or traineeships begun but discontinued)	1

IF EMPLOYED/SELF-EMPLOYED (CODES 1-5 AT Q1) ASK Q18; IF UNEMPLOYED (CODES 6 AND 7 AT Q1)  ASK Q19; OTHERS (CODES 8 AND 9 AT Q1) GO TO Q21







IF UNEMPLOYED ASK Q19






Other (write in) ………………………………………………….	5	
……………………………………………………………………..		

Q20	What qualifications do you think would help you to do your job better/(if unemployed) to get a job?  Write in; if not known write ‘don’t know’ in qualification box

Qualification	Level
	NOW GO TO Q21
ALL





Q22	How was that education or training or study mainly undertaken?    SHOWCARD H; circle one

On the job by company training staff	1
On the job by trainers from an equipment or materials or software supplier	2
On the job by trainers from a private training company	3
On the job by trainers from another organisation (Write in)………………………………………………………………………………………………	4
Off the job with company training staff in a specialist training facility or area	5
At the premises of an equipment or materials or software supplier	6
At private training company premises	7
At an FE College	8
At a University (including the Open University)	9
By correspondence course or CD-ROM or on the Internet or other form of distance learning	10
Off the job training at another place or institution (Write in)……………………………………………………………………………………...………..	11
Other (Write in)…………………………………………………………………………….	12












Q24	Who mainly paid for that education or training or study?  SHOWCARD I; circle one

A current or past employer	1
Partly employer/partly self	2
Local Education Authority (the local Council)	3
The Training and Enterprise Council	4
An FE College	5
An Individual Learning Account	6
Yourself or your family	7
No cost involved	8
Don’t know	9
Other (write in) ........................................................................	10













Other degree level qualification such as graduate membership of professional institute	
03	
Diploma in Higher Education	04	
HNC/HND, Higher level of BTEC, BEC 	05	……………………………….
Teaching qualification	06	
Nursing or other medical qualification not yet mentioned	07	
Other Higher Education qualifications below degree level	08	……………………………….
ONC/OND, National or General level of BTEC, BEC 	09	……………………………….
City & Guilds - Advanced craft	10	……………………………….
City & Guilds - Craft	11	……………………………….
City & Guilds - Other	12	……………………………….
A-level or equivalent	13	
A/S level/Certificate for 6th Year Studies (CSYS) or equivalent	14	
First level of BTEC, BEC 	15	……………………………….
O-level/GCSE grades A-C/CSE grade 1 or equivalent	16	
CSE, GCSE below these grades	17	
RSA Higher Diploma/Advanced Certificate	18	……………………………….
RSA - Advanced Diploma	19	……………………………….
RSA - Diploma	20	……………………………….
YT Certificate	21	






Open College Network (OCN) credits	27	















Q28	How did you mainly undertake that education or training or study?  Was it……? SHOWCARD K; circle one

At university (including Open University)	1
At a Further Education College or Sixth Form College	2
At an adult education centre	3
At a private training provider	4
By correspondence course, or CD-ROM or on the Internet or other form of distance learning	5
By systematic self-tuition at home	6













Q30	Who mainly paid for that training or education or study?  SHOWCARD I; circle one

A current or past employer	1
Partly employer/partly self	2
Local Education Authority (the local Council)	3
The Training and Enterprise Council	4
An FE College	5
An Individual Learning Account	6
Yourself or your family	7
No cost involved	8
Don’t know	9
Other (write in) ........................................................................	10









Other degree level qualification such as graduate membership of professional institute	
03	
Diploma in Higher Education	04	
HNC/HND, Higher level of BTEC, BEC 	05	…………………………….
Teaching qualification	06	
Nursing or other medical qualification not yet mentioned	07	
Other Higher Education qualifications below degree level	08	…………………………….
ONC/OND, National or General level of BTEC, BEC 	09	…………………………….
City & Guilds - Advanced craft	10	…………………………….
City & Guilds - Craft	11	…………………………….
City & Guilds - Other	12	…………………………….
A-level or equivalent	13	
A/S level/Certificate for 6th Year Studies (CSYS) or equivalent	14	
First level of BTEC, BEC 	15	…………………………….
O-level/GCSE grades A-C/CSE grade 1 or equivalent	16	
CSE, GCSE below these grades	17	
RSA Higher Diploma/Advanced Certificate	18	…………………………….
RSA - Advanced Diploma	19	…………………………….
RSA - Diploma	20	…………………………….
YT Certificate	21	






Open College Network (OCN) credits	27	







ALL WHO HAVE TRAINED OR STUDIED IN LAST 12 MONTHS (‘YES’ TO Q21 AND/OR Q27); OTHERWISE SKIP TO Q34
Q33	Have you used new technology, things like CD-ROM or the Internet in order to help you train or study in the last year?  If ‘yes’ Which?  Circle all that apply

No	1	Q36
Yes - The Internet	1	
Yes - CD-ROM	1	
Yes - other new technology (write in) …………………………………………………………………………………………………………………………..	1	
Don’t know	1	

IF NOT TRAINED OR STUDIED IN LAST 12 MONTHS (‘NO’ TO BOTH Q21 AND Q27)
Q34	How long is it since you last took part in learning?  By learning I mean…….SHOWCARD L; circle one below

















Q36	Generally, how would you describe your own motivation to undertake future training or education in order to develop skills or qualifications.  Is it…SHOWCARD M; circle one only

Very positive – training/study are very important to me	1
Positive – training/study may be useful and I would welcome it	2
Neutral – will train/study as required but not particularly self-motivated	3
Negative – don’t want to train or study	4




Q37	Which of the following would encourage you to do future training and education?  SHOWCARD N; circle ‘yes’ or ‘no’ or ‘dk’ for each
		Yes	No	DK
	If training and education were available at home or near home	1	2	3
	If it were provided through modern technology such as the Internet or CD-ROM	1	2	3
	If the cost were covered by someone else	1	2	3
	If better transport provision were available	1	2	3
	If child care provision were available	1	2	3
	If I had a personal adviser to guide me 	1	2	3
	If I had good examples of people who had progressed because of training and education	1	2	3
	If it would help me to obtain a job	1	2	3
	If I were made redundant	1	2	3
	If I wanted to change employers	1	2	3
	If I wanted to change career	1	2	3
	If it helped me towards a promotion	1	2	3
	If it got me a pay increase	1	2	3
	If it allowed me to increase job satisfaction	1	2	3
	If it helped me to hold on to present job	1	2	3
	If required by employer to do training	1	2	3
	If it helped my self-esteem or self-confidence	1	2	3
	If it increased my personal knowledge	1	2	3
	If it gave me personal satisfaction	1	2	3
	Nothing would encourage me	1	2	3




Q38	What, if anything, prevents you from undertaking any (further) training and education?  SHOWCARD O; prompt : What else ? Code all that apply 
ASK ALL WITH TWO OR MORE FACTORS IN Q38; REST, SKIP TO Q40.






Do not have the qualifications I would need to get on course	1	2
Do not have the abilities required to study/train	1	3
Too nervous about starting training	1	4
Have to look after children	1	5
Cost of childcare	1	6
Availability or accessibility of childcare	1	7
Have to look after (other) dependants	1	8
Family circumstances (other than children/dependants)	1	9
Family would not be happy for me to spend my time training	1	10
Lack of transport/poor transport	1	11
Cost of travel/transport	1	12
Too young to train	1	13
Too old to train	1	14
Language problems	1	15
Need to improve my reading, writing or arithmetic first	1	16
People in my family/from my culture or religion do not study	1	17
Illness/disability	1	18
Poor availability of facilities locally	1	19
Poor availability of courses locally	1	20
Do not know enough about the course/training available	1	21
Don’t know where to go to find out about training available	1	22
My employer would not encourage me	1	23
Not able to get time off work	1	24
There are no qualifications needed for my job	1	25
Tried it and been unsuccessful	1	26
Tried it and didn’t like it	1	27
Tried it and it was too easy	1	28
Tried it and it was too difficult	1	29
Lack of time	1	30
Just not interested	1	31
Have all the skills/qualifications I need	1	32
Don’t know what subject or skill to study or train in	1	33
Nothing is preventing me	1	34






Q40	Would availability of transport be a problem for you if you were to seek to attend a training or education course?  Prompt for correct response; circle one

Yes	1	
Possibly/sometimes/depends where course was	2	
No – transport not a problem	3	Q42
No – wouldn’t undertake course under any circumstances	4	Q43
Don't know	5	Q42







Q42	In terms of travelling time, how long would you be willing to spend to get to a training and education course that you wanted to do?  One way journey; prompt if necessary; circle one









Other (write in) …………………………………………………..………………………………………………………………………	9
Don’t know	10
Wouldn’t want to attend a training or education course	11
ALL


















Q45	Who was that from?  SHOWCARD P; circle each used in Col A
FOR EACH USED




		No value	Little value	Quite valuable	Very valuable	DK

























































































Q48	Where would you go?  Do not prompt; circle all mentioned










Employment Service (Job Centre One)	1
The Opportunity Shop	1
Job Club	1




Q49	Could we now look briefly at your use of computers.  Firstly, could you say which of these you personally use at home?  SHOWCARD Q ; circle ‘yes’ or ‘no’ in Col A
Q50	And which do you personally use at work?  SHOWCARD Q ; circle ’yes’ or ‘no’ in Col B
Q51	And which do you personally use anywhere else?  SHOWCARD Q; circle ‘yes’ or ‘no’ in Col C

	Col A
Use at home?	Col B























Q52	Generally, thinking of the future, how interested would you be in using new technology, things like CD-ROM or the Internet, in order to help you to train or study?  Circle one

Very interested/expect to do so	1	
Moderately interested	2	
Not very interested	3	
Not at all interested	4	
Don’t know	5	Q54

Q53	Why is that?  SHOWCARD R ; circle all mentioned 

Not interested in training or studying using any method	1
Don’t have access to computers	1
Don’t believe that the subject I might want to train in or study could be taught via computers	
1
Can’t use computers	1
Don’t like using computers	1
Think other methods of teaching are likely to be better than computers	1
Don’t know	1
Other (write in) ……………………………………………………………………	1

ALL










Not at all interested	4
































Q61	And which of these ethnic groups do you belong to?  SHOWCARD S; circle one

White	1	  NOW SIGN DECLARATION:

































































































































































































































































^1	  The 2000 survey changed its weighting method from one based on 1991 Census estimates of workforce characteristics (in 1994, 1996 and 1998 survey analysis) to one based on Labour Force Survey estimates; greater detail was used in occupational weighting in 2000; and a more detailed question on Apprenticeship qualification, specifically mentioning Modern Apprenticeship for the first time, was used in 2000.  It is estimated that these factors may have added around 3% to the 2000 figure; particularly with the cumulative effect of a changing regional workforce in favour of higher order occupations over the period, being brought, via the change in weighting procedure, into the 2000 estimates in one step.
^2	  The world’s largest industrial democracies, comprising the US, Japan, Germany, Britain, France, Italy, and Canada.  
^3	  The calculation is [0.214 x 0.22 x 1,979,786], based on the total employee workforce.  
^4	  The ILO measure of unemployment refers to people without a job who were available to start work in the two weeks following their LFS interview and had either looked for work in the four weeks prior to the interview or were waiting to start a job they had already obtained.  (These individuals may or may not have been eligible for unemployment benefits.)  
